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ABSTRACT 
Professional development for teachers is critical. Often, professional development 
sessions lack essential elements needed to assist in the development of high quality 
teachers. This study looked at such elements in a model of professional development 
already in existence. The purpose of this study was to investigate various profesional 
development models in the literature and to gather professional development data relating
to the Teaching American History grants in the Lawndale Elementary and Wiseburn 
School Districts to determine what elements are common to high quality professional 
development.  The importance of this study was to make available to education the 
critical elements necessary to design, plan, and implement high quality professional 
development.  “If we don’t have great teachers, we won’t have great students” (Has el, 
1999, p. 2). 
 The study was descriptive in nature.  Surveys were given to fifty teachers, fift en
principals, ten scholars, and eighteen coaches from both school districts.  Interviews were 
held with the superintendent of each school district.  Individuals selected were involved 
with the Teaching American History Grant.  The surveys and interviews were intnded to 
elicit data regarding the frequency of identified critical elements in the Teaching 
American History grant as well as prioritizing elements that are essential to high quality 
professional development. 
 The study concluded with an examination of the critical elements that led to the 
success of the Teaching American History Grant as well as identifying critical elements 
that are essential to high quality professional development. 
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Teaching is becoming one of the most challenging of professions.  The demands 
and expectations that are being placed on all teachers have surpassed those of oter 
generations more than ever before.  Teachers are facing challenges from students of 
diverse populations which include mastering a second language, entering school at all 
grade levels with varied academic abilities, and greater than ever deman s are now  
required for students with special needs.  In addition to these challenges, teachers are 
being held to high accountability standards and must meet the academic, social, 
emotional and physical needs of all students.  In order to meet the above challenges h ad 
on, teachers must be provided with opportunities for adult learning that will assist and 
support them into, through, and beyond the classroom. 
“If we don’t have great teachers, we won’t have great students” (Hassel, 1999, p. 
2). Every child needs—and deserves—dedicated, outstanding teachers who know their 
subject matter, and are effectively trained, and know how to teach to higher standards and 
to make learning come alive for students” (Boss, 2000, p. 2). 
Schools should be places where teachers as well as children can learn.  In order to 
become places for students and teachers who are learners, and in order to meet the ne ds 
for accountability and the diversity of students, it is increasingly critical hat schools 
provide high quality professional development (Cobb, McCarthy & Riley, 2000). 
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The content of the professional development, coupled with how it is delivered, is 
critical if it is to be credible, well received, and ultimately make an impact on student 
learning. The goal of professional development in education should be to heighten 
awareness, provide knowledge, and strengthen classroom practice.  The ultimate
measurement is increased student achievement including academic, physical, soc al, 
emotional, and spiritual progress. 
Teachers require assistance through modeling, management, feedback, 
instruction, questioning, and cognitive structuring (Murrell, 2001).  High quality 
professional development should accomplish these outcomes. 
Professional development may be provided through a menu of options. One 
option allows for scholars (presenters) to provide instruction in their areas of expertise. 
This professional development model is typified by a person or persons delivering 
instruction linked to pedagogy, content, and application to an audience of learners. Large 
audiences may have opportunities to discuss points in small groups and then share with 
the larger group. Field trips where docents provide the instruction within a museum or 
site also fall into this option. This option is typically viewed as a one-time worksh p, 
meaning content is delivered with the expectation that the learners will comprehend and 
apply the new learning to their classrooms. 
Coaching provides a second model for professional development (Cobb, 
McCarthy & Riley, 2000). A coach can provide instruction for a large group or small
group, but usually works to support individuals. Coaching is delivered through many 
lenses. If coaching is given to a large or small group, it will appear similar to the delivery 
of a scholar. A difference might be that the coach will balance the content learning with 
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classroom application, versus the scholar who typically puts more emphasis on the 
learning of content without the classroom application. A scholar assumes it is understoo  
that the teachers’ role is to learn the content and construct the classroom application for 
themselves. A coach’s professional development will be more personalized to the 
immediate needs of the teacher (Guskey, 2000). 
Coaching offers a more individualized approach while providing growth and 
support for individuals in education.  The researcher who served as director for the 
Teaching American History grant for six years observed that coaching may be best when 
it becomes a follow-up to prior professional development. This allows the learner to 
receive ongoing support for prior professional development to increase the likelihood of 
transfer to classroom application. 
Mentoring, similar to coaching, is a third model for professional development 
(Air Force International Affairs Workforce Initiative, 2007). Mentoring provides the 
learner with support, usually through conversation. A mentor provides suggestions and 
ideas to support the needs of the learner, assists in developing lessons, attaining 
resources, and fulfilling all compliance issues.  A mentor is one who supports another and 
who is concerned with that other’s growth (Air Force International Affairs Workforce 
Initiative). 
Inclusive in each of these models is the viewing of student work and analyzing it 
for evidence of the teaching objectives and expected outcomes.  Examination of student 
work allows teachers to inquire, reflect, analyze, and act on their current practice (Speck 
& Knipe, 2005).  The evidence of professional development content as observed in 
student work is accountability for learning, a feature that is one of the purposes of 
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professional development.  Collaboration around student work extends the learning of the 
professional development and provides evidence of transfer and implementation into 
classroom practice. 
Each of these models of professional development is intended to make an impact 
on the learner by influencing the classroom practices of teachers.  Each model als  
requires financial support, time commitment, and a multitude of resources if it is to
successfully achieve the goal of improving classroom practice. 
The question remains, what professional development model resonates best with 
teacher and student learning and is maximally supportive of classroom practice?  As 
noted by Darling-Hammond and McLaughlin (1995),  
Bureaucratic solutions to problems of practice will always fail because effective 
teaching is not routine, students are not passive, and questions of practice are not 
simple, predictable, or standardized.  Consequently, instructional decisions cannot 
be formulated on high, then packaged, and handed down to teachers. (p. 2) 
Background of the Problem 
Professional development of teachers is central to successful educational ref rm 
(Speck & Knipe, 2005).  A variety of professional development models exist to support 
adult learning.  Recognizing this, it is critical to note that the creation and success of 
professional development opportunities depend on the availability time, money, 
resources, and receptivity of the learner (Speck & Knipe).   
Administrators and teachers embrace professional development opportunities as 
the primary means to professional growth and lifelong learning (Darling-Hammond & 
McLaughlin, 1995).  When presented with opportunities for professional growth, each 
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teacher hopes that his or her experience with professional development will be valuable 
and time worthy. The researcher, also the TAH director, observed that  some  teach rs  
feel that scholarly professional development is the best way to learn, and yet others place 
a higher value on coaching and/or mentoring, still others feel that professional 
development is a teachers’ own responsibility and they should seek the opportunities on 
their own.   
Consequently, school districts are known to spend sizeable amounts of money, 
time, and resources on implementing each of the above models.  However, Tiffany 
Rudek, principal of Peter Burnett School in Wiseburn and Superintendent, Joe Condon of 
the Lawndale Elementary School District, both agree that no model exists in these 
districts (personal communication, June 2007). 
Purpose and Importance of the Study 
The purpose of this study is twofold: (a) to investigate various professional 
development models in the literature; and (b) to gather professional development data 
relating to the Teaching American History [TAH] grants in the Lawndale Elementary and 
Wiseburn School districts to determine what elements are common in high quality 
professional development.  Once this information is researched, investigated, and 
examined, this researcher will segregate the elements that are critical for a powerful, high 
quality professional development model – a model that provides the highest quality of 
instruction to teachers and which has the most impact on classroom practice and, 
ultimately, student achievement. 
 The goal of the study is to make available to educators the critical elements 
necessary to design, plan, implement and assess a high quality professional development 
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model in their own districts, throughout the county, the state, and the nation. In these 
times in which funding is being reduced and an emphasis on accountability has become 
prevalent, it is imperative to have a high quality professional development model in place 
in order to maximize expenditure of money, time, and resources. 
The Lawndale Elementary School District has been providing professional 
development to teachers for the past six years using funding from two different TAH 
grants.  The Wiseburn School District had been involved in the Lawndale collaborative 
until receiving a grant of its own.  The TAH grant program is a discretionary gr nt 
program funded under Title II-C, sub part 4, of the Elementary and Secondary Education 
Act.  The goal of the program is to support a course of professional development that will 
raise student achievement and will improve teachers’ knowledge, understanding, a 
appreciation of American History (U.S. Department of Education, 2000b). 
  It is important to note that this researcher has served as director for two TAH 
grants in both Lawndale Elementary School District and Wiseburn School District for the 
past six years.  While serving in this capacity, the researcher had the chanc  to see 
various models of professional development. Through this time, the researcher saw an 
apparent need in researching effective professional development models, and it is the 
intent of this paper to address this need.  The following research questions evolved from 
this identified need. 
Research Questions 
1.  What elements of professional development were evident as reported by 
selected stakeholders in the Lawndale and Wiseburn School Districts as a 
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result of participation in the Teaching American History grants?  (Appendix 
Surveys A, B, C) 
2.  In what ways did professional development impact classroom practice as 
reported by selected stakeholders in the Lawndale and Wiseburn School 
Districts who are currently or have been participants in the Teaching 
American History grants? (Appendix Survey D)  
3.  According to stakeholders in the Lawndale and Wiseburn School Districts who 
currently participate or have participated in the Teaching American History 
grants, which elements seem most critical for a high quality professional 
development model?  (Appendix Survey E) 
Definition of Terms 
• Benchmark:  Measures of progress toward a goal, taken at intervals prior to 
the program’s completion or the anticipated attainment of the final goal 
(Benchmark definition, 2000). 
• Classroom Practice:  The application of learned content to teaching. 
• Coach:  Personalized training and support given to teachers in order to make 
an ongoing impact on classroom practice. For the purposes of this study, it is 
to be noted that all coaches are presently classroom teachers. 
• Highly Qualified:  Referring to a teacher who must hold a minimum of a 
bachelor’s degree, will have obtained full state certification or licensure, and 
has demonstrated subject area competence in each of the academic subjects in 
which that teacher teaches (U.S. Department of Education, 2000a).  
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• Mentor:  Experienced adviser and supporter: somebody, usually older and 
more experienced, who advises and guides a younger, less experienced person 
(Definitions, 2006). 
• Pedagogy:  The science of the profession of teaching (Definitions, 2006). 
• Professional Development:  A personally initiated and right to build discipline 
expertise, to enhance personal growth, to improve teaching abilities and to 
contribute to organizational development (Definitions, 2006). 
• Rubric:  A scoring rubric is a set of ordered categories to which a given piece 
of work can be compared.  Scoring rubrics specify the qualities or processes 
that must be exhibited in order for a performance to be assigned to a particular 
evaluative rating (Monmouth University, 1994). 
• Scholar:  For the purposes of this work, a scholar will be defined as an 
individual with academic expertise in the overall areas of history. 
• Stakeholder:  Kindergarten through eighth grade teachers, principals, coaches, 
and/or scholars who are currently or have been involved with professional 
development from the TAH grants. 
Limitations of the Study 
Because the researcher has been the director of two TAH grants awarded to the 
Lawndale Elementary School District and the Wiseburn School District, bias may be 
present. 
 This study does not take into account any other professional development training 
or opportunities undertaken by teachers in either of the other two school districts. 
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Each professional development model that is addressed in the review of literature 
may be presented with bias by the author. 
The sample size was considered a limitation as the study reflects data from only 
two elementary school districts in Los Angeles County; this includes 50 teachers, 11 
principals, two superintendents, 18 coaches, and approximately 10 scholars. 
This study focused on professional development in American History only and 
does not take into account other areas of the curriculum. 
Teachers selected for this study included those with as many as six year of 
participation in the TAH grant and as few as one year of participation. 
Assumptions 
The review of literature provided insight into the development of a high quality 
professional development model. The study and data collected suggested the critical 
elements of a high quality professional development model. 
This high quality professional development model is school-friendly; takes into 
account expense and time; and will lead the way for educators around the country to 
easily, effectively, and expertly design high quality professional developmnt programs 
that will improve classroom practice and thereby increase student achievement. 
Summary and Organization of the Study 
In this chapter, it is noted that professional development is the current means of 
supporting teachers in improving classroom practice and becoming lifelong learners. 
Effective professional development should result in an increase in overall student 
achievement. The model through which professional development is provided varies 
from district to district and even from school site to school site. Elements of the most 
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effective model for high quality professional development – those that are most effectiv  
in both creating highly qualified teachers and increasing student achievement – need to 
be researched and then identified for these school districts.  This study investigated and 
determined elements that are necessary for a high quality professional development 
model. 
The subsequent chapters of this study are organized as follows: Chapter 2   
examined the literature related to professional development. Chapter 3 presents the 
methods, rationale, and procedures used to gather data to determine critical elements of 
high quality models. Chapter 4 provides quantitative and qualitative data in order to 
determine and define these elements. Chapter 5 provides a summary and discussion of the 
study and suggestions for further research. 
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Chapter 2:  
Literature Review 
“Never doubt that a small group of thoughtful, committed citizens can change the world. 
Indeed, it’s the only thing that ever has.” 
—Margaret Mead (Technology Learning, 2001, p. 1) 
Introduction 
Professional development can no longer be viewed as an event that occurs on a 
particular day of the school year; rather, it must become part of the daily work of 
educators. Professional development is one means of providing ongoing teaching and 
learning to teachers in order to support the work they do in schools. Today’s teachers are 
confronted with many challenges in their schools and classrooms. Supporting teachers 
with content, strategies, resources, and time is a necessity if these challenges are to be 
minimized. Professional development programs are catalysts for professional gr wth as 
they increase teachers’ curiosity, motivation, and knowledge.  Teaching places more and 
more demands on today’s teachers; these demands, coupled with classroom challenges, 
create an even more significant need for high quality professional development.  Today’s 
teachers must understand how to reach students from many different backgrounds, 
including backgrounds other than their own (McCarthy & Riley, 2000). It is imperativ  
that teachers are being provided with learning opportunities that will provide them with 
success in overcoming these challenges. 
High quality professional development is one means of providing support to 
teachers. Teachers must recognize the value of the professional development 
opportunities that are being provided to them.  Elmore (2002) states that learners must 
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have a reason for being there. Hence, the question remains, what reasons lead teach rs to 
feel that they are receiving high quality professional development? In other words, hat 
elements of a high quality professional development model would provide adequate 
reasons for a learner to be involved with any professional development? 
It is necessary to review three areas of focus in order to better understand the 
elements that are integral to high quality professional development. These three areas are: 
1. The history and definition of professional development; 
2. Professional development models that have been and are currently in 
existence; and 
3. The characteristics of successful professional development programs. 
Teachers, administrators, and other school system employees need time to work 
in study groups, conduct action research, participate in seminars, coach one another, plan 
lessons together, and meet for other purposes. When professional development is 
considered a central part of all teaching, most decisions and plans related to embedding 
professional development in the daily work life of teachers will be made at the local 
school level. Some reformers have recommended that at least 20% of teachers’ work time 
should be given to professional study and collaborative work (Darling-Hammond & 
McLaughlin, 1995). Instead of being devoted exclusively to discrete in-service days, this 
time must be part of virtually every school day and must be closely linked to the day-to-
day demands of teaching. Schools must create time for professional development as an 
integral part of teachers’ professional life (Darling-Hammond & McLaughlin). 
It is the researcher’s intent to study the TAH grant’s professional deveopm nt 
opportunities that currently exist in the Lawndale Elementary and Wiseburn School 
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Districts in order to identify specific elements that comprise a high quality professional 
development model.  
In order to study the professional development model in the Lawndale Elementary 
and Wiseburn School Districts and to determine the effectiveness of this model, it is 
necessary to look carefully at the literature. The researcher will review a variety of 
theories in order to determine those elements that contribute to high quality professional 
development. The researcher will identify the elements that are relative and critical to 
professional development and then examine them in relationship to the professional 
development model that is currently used in the Lawndale Elementary and Wiseburn 
School Districts. Additionally, the researcher will identify the criti al elements of high 
quality professional development for future professional development opportunities.  This 
study will provide insight into the key elements of a high quality professional 
development model. 
History and Definition of Professional Development 
Professional development provides opportunities for teachers to broaden 
themselves both as educators and as individuals. The nature of these opportunities 
depends largely on how professional development is perceived by the entire educational 
system (Darling-Hammond & McLaughlin, 1995). Professional development is the main 
link that connects policy to practice (Elmore, 2002). Teachers should be provided with 
content learning that has direct application to the teaching and learning that is taking 
place in their classrooms. 
Professional development has been a part of education since the time of the early 
Greeks. The Greeks would meet monthly to discuss the state of affairs.  Since then, the 
Professional development   14 
teaching and learning opportunities have taken on many different names and delivery 
styles.  At one time, these learning opportunities were referred to as workshops.  
Teachers might choose to attend a workshop based on personal choice.  These workshops 
might be offered as part of a conference or as an after-school or Saturday experience.   
These workshops were sometimes called in-services as well.  Typically, an expert would 
be brought in to provide the learning for these workshops or in-services.  More recently, 
this type of learning has been referred to as staff development, and now is more often 
called professional development.  The contemporary focus of professional development 
has widened to embrace the teacher along with the organization to which the teacher 
belongs (Loucks-Horsley, 1995).  One would think that with such a long history, most of 
the issues involved in evaluating professional development would be well defined,  but 
most of the research shows that there is repetition of the same design for professional 
development. As a result, there continues to be no clear answer to what constitutes the 
elements of high quality professional development.  
The old model for teachers’ development with little follow-up is still the dominant 
mode (Guskey, 2000).  Today we continue to face the same struggles and dilemmas of 
this old professional development model.  Teachers face a variety of challenges in 
helping students to learn. The old model will not support the learning needs of teachers in 
order to prepare them for the challenge: 
Historically the old training model has been ineffective because it lacks focu , 
intensity, follow-up, and coherence with district goals for student performance.  
The inadequacy of the old model is even more apparent today with the ambitious 
visions of schooling in current reform initiatives. (Swanson, 1995, p. 1) 
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Researchers continue to observe negative patterns of isolating teachers and ineffective 
structures for professional development.  Often the decision for professional development 
to be provided is made by the people furthest from the classroom.  This decision might 
include whatever popular “flavor of the month” learning is being provided, whether it 
meets teachers’ needs or not.   
Cook and Fine (1996) state: 
Schools historically have been organized bureaucratically and hierarchically; 
teachers have been isolated from one another and have learned to work alone—
rarely have teachers been asked to support teamwork; and leadership has been 
linked only to formal roles. In addition, professional development has relied upon 
a deficit model in which an expert imparts knowledge and information to 
teachers. According to this model, teachers have been assumed to be deficient and 
in need of outside experts to teach them new modes for working with students. (p. 
2) 
Teachers’ needs are rarely considered when being mandated to attend professional 
development opportunities. 
According to the Darling-Hammond and McLaughlin (1995): 
Such outdated models of professional development are not adequate for meeting 
the current educational needs of teachers. Because teaching for understanding 
relies on teachers’ abilities to see complex subject matter from the perspectives of 
diverse students, the know-how necessary to make this practice a reality cannot be 
prepackaged or conveyed by means of traditional top-down teacher-training 
strategies. The policy problem for professional development in this era of reform 
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extends beyond more support for teachers’ acquisition of new skills or 
knowledge. Professional development today also means providing opportunities 
for teachers to reflect critically on their practice and to fashion new knowledge 
and beliefs about content, pedagogy, and learners. (p. 1) 
Professional development generally refers to ongoing learning opportunities 
available to teachers and other education personnel throughout their schools and districts.
Effective professional development is seen as increasingly vital to school succes  and 
teacher satisfaction. It becomes necessary to begin to understand what elements will lead 
to high quality professional development in order for optimum learning to occur. 
There are numerous formal definitions for professional development.  The 
Kentucky Department of Education (2005) suggests that professional development be 
defined as: 
[T]hose experiences which systematically over a sustained period of time enable 
educators to acquire and apply knowledge, understanding, skills, and abilities to 
achieve personal, professional, and organizational goals and to facilitate the 
learning of students.  Professional development should engage educators in 
effective learning processes and foster collegiality and collaboration. (p. 1) 
Furthermore, 
Professional development serves as the bridge between where prospective and 
experienced educators are now and where they will need to be to meet the new 
challenges of guiding all students in achieving to higher standards of learning nd 
development. (Building bridges, 2000, p. 1) 
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Susan Loucks-Horsely, a future-oriented thinker who captures the essence of high qual ty 
professional development, argues: 
[G]ood professional development is the sturdy bridge that leads from the current 
state to the desired future.  The purpose is to bridge the gap between the vision of 
all students and the current state of teaching and learning in any school or district.
(as cited in New York City Department of Education, 1997, p. 2) 
Historically, professional development has existed for a long time. Education and 
classroom practice are continually evolving and changing. High quality professi nal 
development is an essential way of supporting teachers so they can continue to align with 
these changes. In order to create this bridge that allows for professional growth, ongoing 
opportunities for learning must be available for the teacher to embrace.  The research 
supports the need for high quality professional development: 
High quality professional development is essential for high quality teaching. 
Given the complexity of teaching and learning in today’s schools, high quality 
professional development is necessary to ensure that all teachers are able to meet 
the needs of diverse student populations, effectively use data and become active 
agents in their own professional growth. (Teachers’ Working Conditions Toolkit, 
2004, p. 1) 
Furthermore, 
If teaching practices and students’ results are to improve, research suggest  that 
teachers need time and opportunities to be active learners themselves. School 
environments that allow teachers to learn also inspire student learning. Continued 
learning is a key to building educators’ capacity for effective teaching, 
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particularly in a profession where the demands are changing and expanding. 
(Boss, 2000, p. 3) 
Rosie O’Brien Vojtek, principal of an Oregon school (as cited in Sparks & Hirsh, 
1997), says: 
Professional development is the most important thing we can offer teachers or 
anyone. The day we stop learning is the day we become a dead society. There is 
so much out there to learn and assimilate. All staff members—both certified and 
classified—need to continue to read, to question, to talk with one another, and to 
expand on the knowledge they have. We owe it to our students. (p. 100) 
Summary 
Professional development has existed for a long time. The research shows that the 
need for professional development is without question. The essence, execution, and 
evaluation of high quality professional development is not clearly defined, understood, or 
implemented. High quality professional development is critical if it is going to impact 
teacher practice and student learning. Providing multiple opportunities for learning for all 
stakeholders is critical both to individuals and to the organization. 
Professional development is often considered by teachers to be a day away from 
the rigors of the classroom and a chance to leave the workplace early.   If professional 
development is truly the tool for improving classroom practice and attaining higher 
student achievement, then it is necessary to define the elements of professional 
development that will impact both teachers’ and students’ learning.  
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Professional Development Models 
The literature recommends several models as exemplars when considering 
opportunities for professional development. The researcher is including them in this 
chapter, as they will provide assistance when examining and analyzing the current 
professional development model that is evolving in the Lawndale and Wiseburn School 
Districts. Additionally, it will help the researcher identify elements of an efficient and 
high quality professional development model. 
When observing the Lawndale and Wiseburn model of the TAH professional 
development that has been the recipient of both districts respectively, one would note 
groups of teachers kindergarten through eighth grade highly engaged in learning.  
Teachers attend 14 after-school professional development sessions, one or two on 
Saturdays and a weeklong summer institute.  The history content of each professional 
development evolves from the needs of the teachers and their students.  Teachers are 
continually collaborating and providing insight regarding their needs.  The model delivers 
professional development in variety of ways. 
In one delivery method, a scholar presents the history content information to the 
teachers. The coaches who have worked with the scholar or attended a previous 
workshop with the scholar then provide the teachers with suggestions for how the new 
information can immediately be applied to their classroom practice.  Coaches have 
developed tremendous expertise to do this and so the classroom connections are specific 
to grade-level history standards. 
Another method of delivery is provided by the coaches only. Coaches will 
provide ongoing support between the 14 days of professional development in an after 
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school face-to-face setting.  Teachers go to a coach’s classroom and learn additional 
techniques, strategies, lessons, and ideas for deepening their learning in a particular 
history content area.  These include techniques such as watercolor, bookmaking, quilting, 
Gettysburg, the Bill of Rights, computer generated tableaus, and much more. 
Coaches also make themselves accessible online.  Teacher participants may email 
coaches at any time should they need clarification or access to essential resources 
including books, materials, or websites.  Coaches have also been released from their wn 
classroom in order to team-teach or provide a demonstration lesson for a teacher 
participant. 
The field trip is another method of professional development offered by the 
Wiseburn/Lawndale model.  This type of professional development takes place awy 
from the local professional development center.  The location is a historic site at which a 
scholar or docent provides historical content learning for the teachers to take back to their 
classrooms. This professional development may involve teachers only or teachers wit  
their students. 
Each of these methods of instruction includes time for teachers to collaborate and 
plan for application to their classrooms.  Teachers are taught how to utilize their time 
effectively during the workday to implement what they have learned in professinal 
development activities (Cobb, McCarthy & Riley, 2000). 
Each session requires teachers to bring evidence, usually through student work, 
showing the link of professional development to classroom practice. Accountability 
builds on the practice and evaluation of professional development in order to provide a 
foundation for future planning (Cobb, McCarthy & Riley, 2000). 
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All teachers in the Lawndale/Wiseburn model use inquiry to reflect during their 
participation in each professional development opportunity.  It is important to make 
reflection and inquiry a central feature of professional development (Holmes Group, 
1990).  Reflective teachers interact through simply sharing information and resources to 
plan and implement curriculum (Doherty-Poirier, 1998). 
Professional development opportunities take place in locations that are supportive 
of teachers as adult learners.  For example, teachers are invited to settings like the 
Huntington Library where furniture, climate and catering are appropriate.  Teachers are 
not asked to squeeze into primary grade chairs and desks in an elementary school library.  
Instead, teachers are respected as adult learners; however, the expectation is that the 
participants will hold themselves accountable. 
Models to be cited in this literature review will suggest elements that are 
necessary for high quality professional development, such as: addressing teachers’ needs; 
clear objectives that align with both teacher and student needs; and content and strategies 
that are easily learned and applicable to classroom practice.  The literature repeatedly 
emphasizes the importance of regarding participants in professional development as adult 
learners.  Ongoing support should be provided in order for the continued success of the 
professional development. 
 Districts and schools are made up of a variety of teachers, some of whom are just
beginning their careers and others who are more experienced. The beginning teacher 
needs to learn different skills than the more experienced teacher; therefore, the d sign of 
the professional development needs to be different for them. Professional development 
activities should be designed to meet the needs of teachers who are at different carer 
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stages (Ganser, 2000). Likewise, the content that a teacher teaches and how it is 
presented in the professional development will determine whether it is beneficial and 
applicable to the teacher. For example, a beginning teacher may need support in 
classroom management, whereas the more experienced teacher may find this to be a 
waste of time. This is where professional development may break down and fail, as it has 
little relevant application to the classroom. 
Speck and Knipe (2005) suggest the following elements of high quality 
professional development.  In their model, they assert that high quality professional 
development: 
1. Embeds professional development in the real work of the teachers. 
2. Employs effective teaching and learning strategies. 
3. Has content specific to teaching and assessment of the subject matter. 
4. Uses inquiry, dialogue, and reflection to inform practice. 
5. Informs work with inside and outside expertise and research. 
6. Supports learning around practice with modeling, coaching, and problem 
solving. 
7. Is sustained and intensive with opportunities for mastery and leadership. 
8. Expands on knowledge of learning and development. 
9. Builds a shared knowledge of teachers and is collaborative. 
10. Requires administrative support and leadership and allocates resources. 
11. Evaluates progress and impact on student learning from data. 
Professional development should be an integrated part of the daily work of 
teachers. It should allow for different learning styles and provide different strategies of 
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learning for the adult learner (Speck & Knipe, 2005). Speck and Knipe add: 
Professional development should include subject content and strategies and 
should be tied to what is being taught in the classrooms. Teachers should be 
challenged to think about their practice, collaborate and dialogue on what research 
says and reflect on how to develop teaching practice. It should include outside 
research and scholars as well as the link to inside practice.  Professional 
development should build on the knowledge of the teacher and include time for 
planning and collaboration. Finally, resources needed for the professional 
development to be successful in implementation should be provided along with 
administrative support as well as ongoing opportunities to look at student data as 
a way to see the effectiveness of the professional development and also as a way 
to determine future needs. (p. 4) 
Speck and Knipe (2005), suggest using the acronym “POTENT” when designing a model 
for high quality professional development: 
Purpose and Preparation 
Outcomes 
Targets and Tools 
Energy, Effectiveness, and Evaluation 
Numbers, Names, and Needs 
Timelines. (p. 88) 
If the POTENT acronym were to be used as a filter for all professional developm nt 
proposals it may challenge school and district staff to realize how high quality 
professional development can have a lasting impact on student learning. 
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According to Guskey (2000), “The major models of professional development 
include: 1. training, 2. observation/assessment, 3. involvement in a 
development/improvement process, 4. study groups, 5. inquiry/action research, 6. 
individually guided activities, 7. mentoring” (p. 22): 
1. Training: Training logistics include large group presentations, discussions, 
and workshops.  Training sessions should be organized with clear objectives.  
Training is a cost effective model for sharing ideas and information. 
2. Observation/Assessment: Observations of teacher practice by teachers should 
be well planned with a specific focus.  This will allow for others to learn. 
3. Involvement in a development/improvement process: Participants should 
receive appropriate information so that they can make good learning 
decisions. 
4. Study Groups: These involve administrators and teachers collaborating to find 
solutions. 
5. Inquiry/Action Research: This should include identifying a problem, 
researching the problem, and creating an action plan. 
6. Individually Guided Activities: Professional development is based on an 
identified need, plan, learning activities, and an assessment to determine if the 
need was addressed. 
7. Mentoring/Coaching: A teacher assists another teacher in order to support and 
strengthen classroom practice. 
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Guskey argues that high quality professional development must include each of these 
elements if the goal is to influence change in classroom practice and provide for an 
increase in student achievement. 
Hassel (1999) developed another model based on the National Awards Program 
for model professional development.  Her model is described below: 
Step One: Designing Professional Development 
• Include participants and organizers in the professional development 
design process 
• Make a clear plan that includes 
a) How professional development supports the 
school/district’s long-term plan 
b) A professional development needs assessment process 
c) Professional development goals 
d) Professional development content, process, and activities 
e) Research that supports the chosen content/process for 
professional development 
f) Resources available to support professional development 
g)  Professional development evaluation steps 
h) Share the plan with the school community 
Step Two: Implementing Professional Development 
• Stay abreast of and incorporate best practices into teaching, learning, 
and leadership 
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• Make sure school/district policies and practices support actual 
professional development implementation for staff in schools 
• Ensure that resources remain available to organize and implement 
professional development 
• Make professional development part of everyday life at school 
Step Three: Evaluating and Improving Professional Development 
• Use professional development design goals to determine evaluation 
measures and standards for success 
• Clarify who is accountable for collecting, analyzing, and reporting 
data and for facilitating professional development next-steps decisions 
• Use evaluation findings to make improvements in professional 
development 
• Ensure that evaluation criteria include at least: 
(a) Improvement in teaching 
(b) Improvement in student learning, and 
(c) Narrowing of student achievement gaps. (p. 1) 
It is clear from the research that high quality professional development should 
have goals and objectives that are specific to teachers’ needs.  This research shows that 
teachers should be provided with professional development that is focused on these goals 
and objectives. It is also reasonable to state that teachers should be provided with 
professional development that helps them succeed in their classroom practice. The 
research shows that providing professional development with a goal that responds to 
teachers’ needs is essential. Additionally, 
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Where professional development has been successful, the goals have usually been 
incremental: Learn this new skill (lesson design), master this new program, and 
try this new technique (guided inquiry). Most programs have added on to the core 
of each teacher rather than trying to modify the core itself. If professinal 
development is to transform the current generation of teachers into pioneers, there 
must be a radical change in the nature of in-service training and a major increase 
in the resources devoted to the continuing education of teachers. (McKenzie, 
1998, p. 2) 
Furthermore, McKenzie (1991) states: 
[E]ffective models require sustained, ongoing efforts with proper funding. 
Participants must be acquainted with what is called the problem of transfer.  As 
teachers learn new skills and attitudes, they should consider the obstacles to make
these skills work in their classrooms. Before trying the new skills in their 
classrooms, teachers should have ample opportunity to practice the skills in 
relatively controlled and safe environments until a significant degree of 
confidence and executive control has been acquired. Executive control refers to 
teachers learning how to learn and how to adjust new strategies as they practice 
them in real situations. Over succeeding weeks and months, coaching by peers 
and sustained practice are essential if the new approaches are to take root. (p. 2) 
A model developed by Sprinthall and Sprinthall (as cited in McKenzie, 1991): 
[P]romotes the developmental growth of teachers through a blend of immersion 
and reflection. Their model stresses the importance of role-taking experiences 
(learning through active involvement in real situations), an appropriate match of 
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teacher levels of development with experiences and leaders, careful and 
continuous guided reflection, a balance between action and reflection, extension 
of the program over a significant period of time (two to three years), and the 
provision of personal support for the learner, along with a reasonable level of 
challenge. (p. 3) 
McKenzie (1991) suggests a list of elements that are necessary for a high qual ty 
model of professional development.  According to McKenzie, high quality professional 
development must: 
1. Offer immersion and transformation. 
2. Inspire teachers to invent. 
3. Be experience-based, with learning resulting from doing and exploring. 
4. Hook the curiosity, wonder, or passion of teachers. 
5. Respond to teachers’ appetites, concerns, and interests. 
6. Consider the feelings, fears, and anxieties of the learners. 
7. Engage the perspective of teachers. 
8. Appeal to learners at a variety of developmental stages. 
9. Be properly funded. (p. 3) 
Shelton and Jones (1996) describe some guiding principles for a high quality 
professional development model: 
1. Changes require teachers to become part of a professional learning 
community. 
2. Beliefs and behaviors are part of a reciprocal process. 
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3. It is crucial that the pedagogy of professional development be congruent with 
the pedagogy desired in the classroom. 
4. Issues of equity must permeate the fabric of professional development. The 
teaching and learning envisioned by the project is for all students. 
5. Professional development must be grounded in classroom practice. 
6. We must teach all teachers. They are all capable of making the changes. 
These authors also tell a “Tale of Four Ts” in developing high quality professional 
development: 
1. Time: Initially, time for staff development must be provided outside of the 
school day. Teachers can concentrate on instruction, collaborate with peers, 
and focus on training objectives without the normal demands of the day. 
Training provided at the end of the school day in a two- or three-hour module 
has proven useful, however in follow-up training or to focus on special topics. 
2. Training: If teachers see the relevance to what they do in the classroom, they 
are more likely to incorporate it into their instructional strategies. 
3. Technology: Training becomes more valuable when participants know they 
will be able to use what they learn immediately. 
4. Teacher-type tasks: Participants should actively participate in training. They 
should be asked to reflect on what they have learned, integrate it into 
instruction, and become resources for colleagues. (p. 1) 
Over the years professional development has been provided as a means for 
learning using a variety of models. A lot has been learned as a result of the 
implementations of the various models. 
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McKenzie (1998) outlines 10 lessons that will provide for a dynamic and effective 
professional development design model: 
1. Spend 10–25% of project budget on staff learning providing for 15–60 hours 
annually per teacher for several years. 
2. Clarify purpose-problem-solving and decision-making. 
3. Replace staff development and training with adult learning. 
4. Designate student learning as the cause. 
5. Address the emotional dimension; the challenge of transfer. 
6. Add a culture of “Just in time support.” 
7. Use surveys and assessment to guide planning. 
8. Provide time and invention and lesson development. 
9. Hook the passions of all. 
10. Persist. (p. 2) 
The Office of the Superintendent of Public Instruction (n.d.) in the state of 
Washington, indicates that professional development is a component of successful 
schools. It states: 
A strong emphasis is placed on training staff in areas of most need. Feedback 
from learning and teaching focuses extensive and ongoing professional 
development. The support is also aligned with the school or district vision and 
objectives. Indicators that lead to a focused professional development are as 
follows: 
• Professional development is based on a needs assessment and 
sustained over time. 
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• Deliberate decisions are made to ensure resources are allocated to 
maintain and sustain professional development. 
• Leaders have focused much of their time in planning, implementing 
and monitoring professional development activities. 
• Professional development engages all stakeholders. 
• Professional development reflects the National Staff Development 
Council Standards. 
• Professional development models best practice instruction. 
• A variety of professional development offerings are customized and 
based on individual and organizational needs. (p. 1) 
 Research has even suggested a multitude of venues that should be included within 
the design of high quality professional development, as well as a variety of approaches 
that should be included in a high quality professional development model.  Learning can 
result from a variety of approaches within a model. 
Rethlake (2000) suggests that one considers including the following as part of a 
model for high quality professional development: 
• Reading Club: Participants read professional publications. 
• Materials Group: Participants evaluate classroom materials. 
• Peer Observation: Teachers observe other teachers. 
• Teacher Inquiry Group: Teachers develop questions that they are interested in 
investigating inside and outside of the classroom. They meet to research and 
discuss the findings. 
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• Field Trip Group: Participants identify classes they want to visit and arrange 
observations. 
• Curriculum Development Group: Participants develop activities for classroom 
use. 
• Tape Viewing Group: Participants meet to view professional development 
tapes and have discussions. 
Ganser (2000) concurs with Rethlake (2000), noting that professional development can 
include such informal activities as reading professional publications, attending 
professional meetings, and even viewing television specials related to the academic 
discipline. 
Summary 
In reviewing these eight models, consistencies are seen throughout.  However, 
each has elements that are not consistent with the others. 
These models, along with the proposed characteristics, suggestions, and concerns, 
will guide the study as well as assist in evaluating and analyzing the Lawndale and 
Wiseburn professional development opportunities and how they are evolving in order to 
define a high quality professional development model. 
Areas of Concern in Professional Development 
Research has also identified areas of concern when thinking about professional 
development.  It is important to be aware of these, as they could be the downfall of 
professional development if ignored. These concerns begin at the school district and 
school site levels.   
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Often, professional development pulls teachers in different directions, resulting in 
some teachers attending classes at universities, some teachers doing a w rkshop, and 
some teachers doing nothing. This creates a situation of little coherence and a sense of 
fragmentation of effort in the school. There are schools that are doing an outstanding job 
of professional development, but by and large, most teachers do not get the benefitsof 
the kind of high quality professional development that is possible today (Sparks & 
Hirsch, 1997). 
Schools need to apply a different model of adult learning from the one that has 
been the norm.  Teachers complain of being crowded into steamy auditoriums to hear 
some outside expert describe the latest trend in education.  In many school systems, 
learning of new teaching skills comes just once each year, when the school district sends 
its students home and devotes a single day to staff learning.  In other districts, tea hers 
sacrifice a full day of teaching for workshops that offer little or no compensatio  
(McKenzie, 1998). According to McKenzie (1991): 
The poor record of professional development programs is a product of the lack of 
support on the part of school districts and a lack of understanding of research 
identifying the elements required to launch a successful program. Most districts 
set aside little money in their budgets for teacher training. As a result, the training 
often occurs at the wrong time of day in a room that is either too hot or too cold, 
and the teachers are often expected to subsidize the learning process with their 
own time and money. (p. 2) 
Speck and Knipe (2005) identify three areas of concern that need to be addressed 
when considering professional development “These are the roles and responsibilities, 
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conditions of professional development, and processes for professional development” (p. 
54). They go on to state, “Professional development must consistently focus on an overall 
vision and plan for school improvement that both teachers and administrators understand 
and make a commitment to carry out” (p. 54).  Expanding the roles and responsibilities of 
teachers in professional development will be key to future student success and to the 
ongoing growth of teachers. Teachers must feel that the professional development is 
based on their needs and must be willing to be accountable for their own learning. 
Ownership of their own professional development is an important step for teachers; from 
this the teacher-coach role can evolve. The coach can provide ongoing support to teachers
by way of planning, modeling, and reflecting.  
Certain conditions should be provided with professional development.  Time, trust 
and collaboration, incentives and recognition, resources, leadership, and policies must be
addressed in order to meet the requirements for high quality professional development. 
According to Cook and Fine (1997), 
Time needs to be scheduled and provided to teachers so that they can work 
together. Teaching is a complex task, and substantial time will be required for 
teachers and other educators to test out new ideas, assess their effects, adjust their 
strategies and approaches, and assess again in an effort to reach all students and 
make learning meaningful…Clearly, teachers need more time to work with 
colleagues, to critically examine the new standards being proposed and to revise 
curriculum. They need time and opportunities to develop, master, and reflect on 
new approaches to working with children. (p. 3) 
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It is a challenge, in a teacher’s day-to-day work schedule, along with the many 
adjunct duties in which teachers are involved to find creative ways of giving teachers the 
time they need to work together. The New York City Department of Education (1997) 
recommends a few options when making time provisions for teachers.  These consist of: 
freed up time (using substitutes), restructured time (minimum student day), common time 
(grade level planning), better used time (email instead of face to face communication), 
and purchase time (stipend). 
Trust and collaboration are essential to the success of professional development. 
Trust among one another will inspire teachers to take the risk to embrace professional 
development as well as the collaborative process. Formal as well as informal incentives 
and recognition are needed for teachers to feel valued for the time, efforts, and energy 
that are put forth in continuing to be learners. Speck and Knipe (2005) note, 
“Superintendents and principals who commit to recognizing and honoring teachers for 
their continued learning for school improvement legitimize professional learning in the 
eyes of teachers, administrators, parents, and communities” (p. 69). 
Teachers must receive resources necessary for implementing professional 
development.  Resources that are utilized in the professional development must be 
available in the quantities needed for the teachers’ classrooms.  If teachers re not given 
the resources needed to implement the professional development provided, the risk of the 
learned material not being applied in the classroom heightens.  For most teachers, not 
receiving the resources needed is the main reason they do not implement professional 
development material in their classrooms.   
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According to Speck and Knipe (2005), a final area of concern is the process used 
for professional development.  Supporting individual pathways for professional 
development must honor what is known about adult learning and the implications for 
professional development. Speck and Knipe suggest the following: 
• Adults will commit to learning when they believe that the objectives are 
realistic and important for their personal and professional needs. They need to 
see that what they learn through professional development is relevant and 
applicable to their day-to-day activities and problems. 
• Adults want to be the origin of their own learning and should therefore have 
some control over the what, who, how, why, when, and where of their 
learning as long as it meets the criterion of increasing teacher capacity to 
affect student achievement. 
• Adults will resist activities they see as an attack on their competence. 
Professional development must be structured to provide support from peers 
and to reduce the fear of judgment. 
• Adult learners need direct, concrete experiences for applying what they hav  
learned to their work. 
• Adult learners do not automatically transfer learning into daily practice. 
Coaching and other kinds of follow-up support are needed so that the learning 
is sustained. 
• Adults need to receive feedback on the results of their efforts. Professional 
development activities must include opportunities for individuals to practice 
more skills and receive structured, helpful feedback. 
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• Adults should participate in small group activities during the learning process. 
By providing opportunities to share, reflect, and generalize their learning and 
experiences, these small groups help adult learners move from simply 
understanding the new materials to the desired levels of application, analysis, 
synthesis, and evaluation. 
• Adult learners come to the learning process with self-direction and a wide 
range of previous experiences, knowledge, interests, and competencies. This 
diversity must be accommodated in the planning and implementation of 
professional development. 
• Adults enjoy novelty and variety in their learning experiences, and learning 
opportunities need to reflect these critical attributes of quality professional 
development. (p. 73) 
Characteristics of and Suggestions for High Quality Professional Development 
Many professionals have contributed their ideas about what they consider to be 
high quality professional development. It is important that the researcher present these 
ideas, as they will be referred to when analyzing the professional development model that 
is currently evolving in the Lawndale and Wiseburn School Districts. Additionally, these 
characteristics and suggestions should result in identifying the elements that define high 
quality professional development. 
“Professional development works best when it is part of a system wide effort to 
improve and integrate the recruitment, selection, preparation, initial licensing, induction, 
ongoing development and support, and advanced certification of educators” (Building 
bridges, 2000, p. 3). 
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“Professional development must help install systems thinking at all levels within 
the organization so that school board members, superintendents, and other central office 
administrators, principals, teachers, and students understand the nature and power of 
systems to shape events” (Sparks & Hirsh, 1997, p. 8). 
Sparks and Hirsh (1997) argue: 
A comprehensive professional development program is defined as an ongoing 
job-related program designed to enhance, maintain, and refine competencies for 
all staff.  The district recognizes that change does not result from one-shot 
workshops and that substantive change requires high quality, ongoing 
professional development with support and follow-up in the classrooms. Each 
plan must include a vision statement, needs assessment, goals, a training plan, 
follow-up activities, a mid-year progress check, an evaluation component, and an 
end-of-year feedback process.   Building based cadre members, trained through
the professional development department, help  schools design and implement 
their plans. Supplementary funding from the district helps schools achieve their 
goals. (pp. 28–29) 
“A good professional development model has some obvious features: Expressed 
needs, planning, organization, clear objectives, adequate space, enough time, comfortable 
temperature, evaluation, and follow-up” (Grimsley, 2002, p. 91).  These introduce the 
mechanics of professional development. These mechanics must be shaped and 
orchestrated based on teacher’s needs and student achievement. 
The research offers suggestions that will lead to high quality professional 
development. Keeping student achievement as the focus for all decisions that are made 
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regarding professional development is a primary suggestion. Equally important is to 
identify the needs of the teachers in both content and classroom application that will work 
simultaneously and in support of student achievement. 
Sparks and Hirsch (1997) note: 
One of the most important ingredients in establishing professional development 
for all teachers is that there is a real clear, elaborated vision of what the 
professional development is creating. It is necessary to start with a ric ly detailed 
vision of what learning will look like for students, and then the kind of teaching 
and curriculum and assessments, and the kind of school structures that will 
produce that kind of learning for students. (p. 29) 
Speck and Knipe (2005) assert: 
Educational leaders and teachers must design programs to support professional 
growth along a continuum of each educator’s experience to be learner centered 
and learning centered.  Findings show that districts and sites often provide 
professional development in the most current trend with no consideration of its 
link to teacher and students’ needs. (p. 3) 
Professional development should arise as a result of teachers’ needs, which can be 
determined in many ways. Evaluations, surveys, data, dialogue, observations, and student 
work are a few examples of evidence that can inform the decisions made regarding the 
content and delivery of professional development. Additionally, professional 
development must be an ongoing process of refining skills, inquiring into practice, and 
developing new methods.  Professional development is not a one-shot opportunity where 
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learning takes place; rather, it is continuous learning over time (New Jersey Department 
of Education, 2000). 
Furthermore, professional development should provide for opportunities that 
allow teachers to share what they know and want to learn and help them connect the 
learning to what they are teaching.  Professional development activities must allow 
teachers to engage in learning experiences that are sustained over time.  Itmust also 
allow teachers to reflect on the process as well as on the content being learned (Darling-
Hammond & McLaughlin, 1995).  It is important to recognize that all workshops and 
presentations must be accompanied by appropriate follow-up activities. Teachers should 
leave a professional development event with a variety of learning experiences that can be 
immediately implemented in their classrooms. The learning from professional 
development should have a direct connection and implications to what is being taught in 
the classroom. It should support, enhance, and deepen classroom instruction (Guskey, 
2000). 
It is important to allow teachers to give input into the content and processes of 
professional development.  Teachers understand the needs of the students and their own 
personal needs in serving their students.  Teachers should be allowed to begin their 
learning from where they are in the process and not have to repeat what they alread
know.  Research concurs that the process for learning is critical to high quality 
professional development. 
Guskey (2000) characterizes professional development as an intentional, ongoing, 
and systemic process: 
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• Intentional Process: True professional development is a deliberate process, 
guided by a clear vision of purposes and planned goals. These goals form the 
criteria by which content and materials are selected, processes and procedures 
developed, and assessments and evaluations prepared. Begin with a clear 
statement of purpose and goals, beginning with the end in mind. Ensure that 
the goals are worthwhile. Determine how the goals can be assessed. 
• Ongoing Process: Professional development should be viewed as an ongoing, 
job-embedded process, where every day presents a variety of learning 
opportunities. 
• Systemic Process: Harsh lessons from the past have taught educators that 
fragmented piecemeal approaches for professional development do not work. 
Neither do one-shot workshops based on current fads. This is partly because 
they offer no guidance to how the new strategies fit with those advocated in 
years past.   
 The failure of many approaches to professional development is that they are 
unclear or misleading about the kind of organizational support required for 
implementation. Professional development is an ongoing activity woven into the fabric of 
every educator’s professional life. It is embedded in the process of developing and 
evaluating curricula, instructional activities, and student assessment. Professional 
development is an indispensable part of all forms of leadership and collegial sharing. 
In creating his list of essential characteristics, Guskey (2000) argues that high 
quality professional development: 
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1. Enriches teaching and improves learning for all students. It is an essential link 
to higher student achievement. 
2. Supports teacher development, both as individuals and as educators. 
3. Is considered an ongoing process and is conducted in a long-term, sustained 
manner. 
4. Is job-embedded and inquiry-based. 
5. Supports current beliefs about teaching and learning. 
6. Is based on a growth model rather than a deficit model. 
7. Addresses goals for school improvement and is clearly related to reform 
efforts. 
8. Is modeled after learning experiences considered valuable for adults. 
9. Supports systemic change. (p. 234) 
The provisions that are made for the ways one learns are essential to high quality 
professional development. Swanson (1995) states: 
Growing understanding of the learning process, especially adult learning, has 
produced a substantial consensus about the critical attributes that constitute 
effective professional development practices. A synthesis of several 
recommended guidelines produced the following list of essential characteristi s: 
1. It must engage educators in concrete tasks of teaching, assessment, 
observation, and reflection to understand the process of learning. 
2. It must support teacher initiatives within a context of school and district 
initiatives. 
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3. It must be collaborative, engaging colleagues in sharing knowledge and 
providing opportunities to draw on the expertise of others in the professional 
community. 
4. It must be grounded in knowledge about teaching and learning. 
5. It must be grounded in inquiry, reflection, and experimentation. Educators 
need opportunities to explore, question, and debate ideas before they can 
reach a comfort level required to implement them in classrooms. 
6. It must be sustained, ongoing, intensive, and supported by modeling, 
coaching, and collective problem solving to develop a strong sense of 
efficacy. 
7. It must provide for sufficient time and follow-up and practice to assimilate 
new learning 
8. It must be content- and context-specific; it must take into account the skills, 
understandings, knowledge and attitudes of the learner. 
9. It must incorporate knowledge of the change process. 
10. It must be supported by school and district leadership, establishing 
professional growth and problem solving as a priority supported by rewards 
and incentives. (p. 1) 
Likewise, professional development requires resources for training, equipment, 
and most of all, time – time to learn.  The lessons learned about effective professional 
development strategies indicate that organizations need to be flexible and respond to the 
changing needs of teachers and the profession. Professional development opportunities 
must be able to start where educators are now and build on their knowledge and skills. 
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Educators must be involved in designing the learning experiences along with 
opportunities for reflection (Darling-Hammond & McLaughlin, 1995).   
Research repeatedly states the necessity for professional development to be 
grounded in classroom practice (McKenzie, 1991). It needs to have direct application to 
what the teacher is doing in the classroom.  It must be in response to the needs of the 
teacher and the student. 
Shelton and Jones (1996) suggest the following characteristics for effective 
professional development: 
1. Changes require teachers to become part of a professional learning 
community. 
2. Beliefs and behaviors are part of a reciprocal process. Need to examine and 
change both. 
3. It is crucial that the pedagogy of professional development be congruent with 
the pedagogy-desired classroom. 
4. Issues of equity must permeate the fabric of professional development. The 
teaching and learning envisioned by the project is for all students. 
5. Professional development must be grounded in classroom practice. 
6. We must teach all teachers. They are all capable of making the changes. (p. 1) 
Teachers need to integrate theory with classroom practice. They need time and 
opportunities for exploring knowledge about the nature of new learning and how it might 
be implemented.  Whether formal or informal, all systems of professional development 
must be flexible and able to respond to the changing needs of teachers and professional 
development.   Support is also needed for teachers to reflect on their current practice and 
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adapt new knowledge and beliefs to their own teaching contexts. Darrow (2005) 
suggests: 
…that one adjusts the professional development days based on input from the 
participants and the leadership team. A clear end product that all participants are 
developing and that can be used in their classrooms is necessary. One must 
require grant participants to share the products with colleagues and school 
administrators and have partners who will be flexible with the needs of the group. 
(p. 20) 
Darling-Hammond and McLaughlin (1995) suggest that, in order to be effective, 
professional development must:  
1. Engage teachers in practical tasks and provide opportunities to observe, 
assess, and reflect on the new practices. 
2. Be participant driven and grounded in inquiry, reflection and experimentation 
3. Be collaborative and involve the sharing of knowledge. 
4. Directly connect to the work of teachers and their students. 
5. Be sustained, ongoing and intensive. 
6. Provide support through modeling, coaching and the collective solving of 
problems. (p. 2) 
Teachers need time to practice, reflect, revise, and practice to refine the r teaching 
and learning to its highest potential. As Darrow (2005) states, “The development of skill 
in teaching is no different from the development of skill in cooking, carpentry, or 
painting.  The practitioner must engage in repeated practice, evaluate his progres in 
some systematic way, and cumulatively increase his adeptness” (p. 2).   
Professional development   46 
Leadership Roles in High Quality Professional Development 
The literature repeatedly implies the critical role of the leadership’s involvement 
with professional development.  The means by which the leadership interacts with 
professional development is an essential element. Leadership, which includes district and 
site personnel as well as coaches and mentors, must be attentive to the professional 
development that is being provided within the organization.  Research has provided 
suggestions for the roles of the leadership when providing professional development for 
an organization. According to Poglinco et al. (2004): 
Leadership in education is an issue that is becoming increasingly more important 
as pressure for improving student performance in the current standards-based 
accountability environment swells and test results are increasingly scrutinized. 
School leaders encourage professional development and coaching, to help share 
new knowledge and tools to promote improvement in education. (p. 1) 
Speck and Knipe (2005) suggest, “The role of leaders is critical to the success of 
professional development” (p. 16). These leaders include district office administrators, 
principals, the school board, and also community members. All should work together in 
participating as well as supporting professional development with the goal of furthering 
the achievement of students.  The National Center for Educational Statistics (1998) 
suggests that providing an environment for collaborative work between teachers and 
administrators is necessary to increase the effectiveness of professional development.  It 
is essential that leaders work with teachers as they begin the cycle of learning together in 
order to create the organization’s changes needed for improvement in classroom practice.  
As leaders, principals must have an ambitious vision of professional development 
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(Ganser, 2000).  It is vital that district and site leaders be knowledgeable of the c n ent 
being provided within the professional development.  They must be committed to the 
learning and must also visibly place value on the professional development.  Leaders 
must participate in the process of learning and change rather than manage it (Doherty-
Poirier, 1998). 
According to the Missouri Department of Elementary and Secondary Education 
(2000), 
A successful professional development system respects and nurtures the 
intellectual capacity of teachers and others in the school community and reflects 
the best available research and practice in teaching, learning, and leadership. Thi  
system should enhance the leadership capacity of teachers, administrators, and 
others in the school community by: 
• Empowering educators and parents through leadership development 
training. 
• Involving the learning community in site-based planning. 
• Establishing a learning climate that is collaborative, informal, and 
respectful. 
• Training teachers and administrators to be facilitators of learning. 
• Promoting commitment to continuous inquiry and improvement. 
• Assisting teachers and staff in using their professional skills to apply 
the principles of continuous quality improvement to instructional 
planning and implementation. 
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• Allowing teachers to collaboratively design lessons and develop 
teaching strategies. 
• Providing strategies that utilize appropriate research and 
communication technologies. (p. 1) 
“The entire school community—teachers, administrators, students, parents, 
community members, business people, policymakers, and the public at large—can be 
committed to continued growth and development of teachers in order to improve teaching 
and learning for all students” (Cook & Fine, 1996, p. 4). 
What are some of the ways that administrators and teachers can work together?  
Cook and Fine (1996) suggest: 
Administrators and teachers can work together and do the following things to 
improve professional development: 
• Administrators and teachers examine the current school philosophy regarding 
teaching and learning. 
• Administrators and teachers organize study groups to discuss contemporary 
views of learning and the research on effective instruction for different 
outcomes. 
• Administrators and teachers use the discussions and conclusions of these 
groups to reach consensus on a collective vision. 
• Administrators and teachers examine the goals of the current school-
improvement plan and adapt them to meet current needs. 
• Administrators and teachers create school-improvement teams that design 
activities to create learning organizations. 
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• Administrators and teachers create a school culture in which teachers feel f ee 
to critically assess their own practice. (p. 4) 
 Cobb, McCarthy and Riley (2000) strongly favor interactions of teachers with 
their colleagues and school principles. 
Coaching and Mentoring Roles in High Quality Professional Development 
Coaching involves working alongside colleagues to support their learning. This 
means supporting/coaching the teacher who is interacting with students and engaging in 
active learning and reflection. In order to construct knowledge about instructional 
practices that improve student learning, coaches provide personalized support based on 
the goals and identified needs of the individuals (Bellingham School District, 1996). 
Coaching is an important variable for high quality professional development.  
Coaching provides for ongoing professional development support.  According to the 
Consortium for Policy Research in Education (2003): 
As a mechanism for the professional development of teachers, coaching is 
increasingly relied upon by schools and districts across the nation to train teachers 
on a particular set of instructional techniques and practices. Coaching creates an 
effective professional development environment characterized by providing 
ongoing support to teachers and creating a classroom of practice. (p. 1) 
Russo (2004) states: 
Coaches strive to improve morale and achievement and raise scores by showing 
teachers how and why certain strategies will make a difference for their s udents. 
The professional development strategy known as school-based coaching generally 
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involves experts that work closely with teachers to improve classroom practice 
and ultimately, student achievement. (p. 1) 
Coaching is a way to open the door to job-embedded learning and the value of 
this approach to teachers. The coaches attend professional development, adapt and 
implement them in their own classrooms, and follow up with mini sessions of 
professional development that respond to the needs of the teachers. Coaching provides 
lessons, resources, assessments, and suggestions for classroom management and other 
needs as desired. This may take the form of grade-level sessions, after-school support 
sessions, demonstration lessons, co-teaching, observations, feedback, and other designs. 
Coaches encourage the teachers to collaborate and share their learning as well as make 
them accountable for implementing and assessing what they have learned.  Coaching 
provides for greater classroom implementation. Coached teachers tend to use learning 
strategies more efficiently and coached teachers are more likely to make sure that their 
students understand the purpose of the strategy (coaches, personal communication, 2007). 
A coach’s roles and responsibilities, according to the Bellingham School District 
(1996), include the following: 
• Facilitate planning and implementing the professional development activities. 
• Support the professional growth of colleagues. 
• Guide learning conversations and exchange ideas. 
• Solicit and use data to guide professional development. 
• Integrate best practices research in professional development activities. 
• Plan and implement ongoing professional development. 
• Participate on a leadership team. 
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• Provide resources facilitate planning and implementing the activities 
described in the professional development. 
• Build learning and collegial relationships with individual staff members. 
• Support teachers in identifying and refining instructional strategies. 
• Provide feedback and consultation. 
• Observe and support student learning. (pp. 1-2) 
 From research in professional development and change in schools it is clear that 
supportive leadership is required for professional development to result in changes in 
teaching and learning (Bybee & Fullan, 1998). 
Evaluating Professional Development 
An effective way of evaluating professional development is to find out if the 
learning is impacting practice and whether the change in practice is impact ng one’s 
learning in the ways one feels to be important. People who see changes occurring in their 
own students and their own school as a result of their own professional learning are 
motivated to continue to do the learning. 
Speck and Knipe (2005) note: 
Being clear about desired outcomes, articulating what they would look like if th y 
were present not only lays important groundwork for evaluation but also causes 
the program to be more focused. (p. 123)  
According to the National School Board Association (n.d.), 
The greatest motivators may be the payoffs of effective professional development 
use as follows:  
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• A developed sense of mastery. 
• Improved job skills and opportunities for continued employment and 
salary increases/promotion. 
• Enhanced efficiency and creativity on the job. 
• Satisfaction  from seeing students learning improve. 
• Shared vocabulary, interests, and relationship with other users within 
the educational field and the community at-large. (pp. 2-3) 
Literature Review Summary 
 The literature suggests a number of characteristics that should be included in 
high-quality professional development. Students’ needs as well as teachers’ needs must 
be considered first and foremost when creating and implementing professional 
development. The entire learning community, data, time, content, and resources are all 
characteristics that must be considered when providing high-quality professional 
development. Consideration of individuals as well as the organization must be evident in 
high-quality professional development. Teachers should have input into the design of 
both the content and process of professional development. Professional development 
needs to be ongoing, supported by the leaders, and include opportunities for 
collaboration, revision, and refining. Application of adult learning to the design of 
professional development is essential for success. The professional development should 
be founded on and reflect the student achievement of the learning community. Teachers 
learning to work together as part of their work, as opposed to separate from their work, is 
a critical quality that schools must adopt if they are to achieve the goal of all students 
meeting high standards. Study groups allow for teachers and administrators to meet in an 
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informal situation where they can learn, share, and investigate new methods of teaching. 
The goal of these meetings is for educators to learn from each other. If teachers can see 
the curriculum and methods used by other teachers, they can take the effective strategie  
utilized by others and implement them in their own classrooms, creating a more 
collaborative and coherent environment. 
The ways of the past have given professional development a bad connotation. 
Areas of concerns have been identified and should be addressed when designing 
professional development.  Adult learning is mandatory for the success of professional 
development. Time, resources, trust, collaboration, leadership and ongoing support, along 
with an inviting learning environment are concerns that need to be addressed when 
developing professional development. 
Darling-Hammond and McLaughlin (1995) state: 
Professional development can no longer be viewed as an event that occurs on a 
particular day of the school year; rather it must become part of the daily work life 
of educators. Teachers, administrators, and other school system employees need 
time to work in study groups, conduct action research, participate in seminars, 
coach one another, plan lessons together, and meet for other purposes. (p. 2) 
The literature makes a collection of profound suggestions for effective 
professional development. First and foremost, all professional development should be 
designed with the intent of increasing student achievement. Following are suggested 
criteria for developing high quality professional development. These criteria will serve as 
the guide to success. Since student achievement is central to all decision making for 
professional development, it follows that teachers must be included as part of the 
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discussion for the design of the professional development. Teachers must be able to 
collaborate and identify needs both in content and in classroom practice. Teachers should 
also collaborate on the execution of the professional development and its link to 
classroom application. Evidence of the teacher’s voice in the content, design, delivery, 
and implementation of the professional development will ensure its effectiveness. 
Discussions on the resources, length of time, and how the time is spent are critical to the 
buy-in and engagement of the teacher. Professional learning should be part of the 
teacher’s work every single day. 
A professional learning community is a group of people who come together 
regularly, create and invest in goals they hold to be important, gather data to see how they 
are doing, and develop the kind of interpersonal relationships that produce high quality 
teaching and leadership. The members of a learning community trust one another, are 
open and direct with one another, and work together to clarify their intentions and values. 
Strong leadership is essential to the success of professional development. 
Administrators such as superintendents, principals, and board members set the climate for 
professional development that is provided in a school district. Teachers, parents, students, 
and the larger community embrace the seriousness of professional development only if 
there is evidence of administrative support. If the district and school-site lead rs have 
embraced and affirmed the professional development and its link to the vision of the 
district and student achievement, teacher buy-in results. When the district and site leaders 
support professional development, teachers know that time, resources, and ongoing 
support will be provided. Administrative leadership shows support by participating in the 
design, implementation, and participation as well as follow-up of the professional 
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development. Administrators who model, honor, recognize, and adjust according to the 
needs of the teachers so that they can embrace and successfully implement th  
professional development provide a necessary element that instills the desire for 
continued learning. 
Coaching and mentoring are also critical to the ongoing success of professional 
development. Coaches and mentors can strengthen the link of professional development 
to the classroom. They do this by providing assistance in designing learning experiences 
that are applicable to the classroom within the professional development activities. 
Coaches and mentors can provide job-embedded support for implementing the 
professional development. They are readily available to teachers to provide the ongoing 
support that is so often needed for the successful implementation of professional 
development. Coaches/mentors can provide demonstration lessons, co-teaching lessons, 
planning time, critical friend observations, and much more. Coaches/mentors can also 
determine what types of follow-up professional development are needed based on the 
needs of the teachers, as they implement professional development and work with the
teachers and students.  
It is important to be clear about the desired outcomes when evaluating 
professional development. Foremost, outcomes should include an increase in student 
achievement and an improvement in classroom practice. Data collection must include 
information on student achievement and change in classroom practice that is aligned with 
organizational change. 
High quality professional development is vital to school success, student 
achievement, and teacher satisfaction.  If high quality professional development is the 
Professional development   56 
tool for school success, then it is necessary to identify the elements of high quality 
professional development. 
The research supports that professional development must become part of  the 
culture of the school and district. Adult learning, along with time, resources, 
collaboration, leadership, and ongoing support are areas of concern that must be 
addressed if high quality professional development is to be provided.  In 1998, McKenzie 
wrote: 
Greater time and resources must be devoted to teacher learning, and greater 
attention must be given to the needs of teachers as adult learners. A generation of 
teachers who view themselves as pioneers, inventors and discoverers must be 
nurtured so that when the waves of the future hit the shores of our present, our 
teachers will dive headlong through them rather than ducking, running for shore 
or allowing themselves to be swept away. (p. 3) 
It will be interesting and informative to analyze the professional development 
opportunities that are taking place in the Lawndale Elementary School District and 
Wiseburn School District.  This examination will use the information gained in the 
literature review to help identify and define criteria for high quality professional 
development. These findings will be a valuable contribution towards the field of 
professional development. 
Table 1 describes the relevance of the literature review to the research questions. 
Table 2 describes each model discussed within the literature review and the major 
components of each model.  
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Table 1. 
Relevance of the Literature Review 










1, 2, 3 It is necessary to define a model for high quality 
professional development that is valued by teachers and 




Models That Are 
Currently in 
Existence 
1, 2, 3 
 
Effective existing models include: Adult learning, 
coaching, resources, connection between curriculum and 
instruction, based on teachers’ needs, planning time, 
grounded in classroom practice in support of students’ 





1, 2, 3 Based on students’ needs and teacher needs. 
Includes entire learning community. 
Includes time, resources, and collaboration with the 
leadership. Administrators and coaches are critical to the 
success of professional development. 
Professional development should embrace adult learning. 
Change in teacher practice identifies the real success of 
professional development. 
 





Major Components of Each Model 
Speck and Knipe, 2005 Purpose and Preparation 
Outcomes 
Targets and Tools 
Energy, Effectiveness, and Evaluation 
Numbers, Names, and Needs 
Timelines 
 
Guskey, 2000 1. Training 
2. Observation/assessment  
3. Involvement in a development/improvement process  
4. Study groups  
5. Inquiry/action research   




(North Central Regional 
Educational Laboratory) 
3 Step Program 
1.  Design 
2.  Implement 
3.  Evaluate  
 
Sprinthall and Sprinthall 
(As cited in McKenzie, 1991) 
1. Role-taking experiences 
2. Appropriate match of teacher levels of development 
with experiences and leaders 
3. Careful and continuous guided reflection 
4. Balance between action and reflection 
5. Provision of personal support for the learner 
6. A reasonable level of challenge 






1. Offer immersion and transformation 
2. Inspire teachers to invent 
3. Be experience-based, with learning resulting from doing 
and exploring 
4. Hook the curiosity, wonder, or passion of teachers 
5. Respond to teachers’ appetites, concerns, & interests 
6. Consider the feelings, fears, & anxieties of learners 
7. Engage the perspective of teachers 
8. Appeal to learners at various developmental stages 
9. Be properly funded 
 (table continues) 




Major Components of Each Model 
Shelton and Jones, 1996 Guiding Principles: 
1. Changes require teachers to become part of a 
professional learning community. 
2. Beliefs & behaviors are part of a reciprocal process. 
3. The pedagogy of professional development must be 
congruent with the desired classroom pedagogy. 
4. Issues of equity must permeate the fabric of professional 
development.  
5. Professional development must be grounded in 
classroom practice. 
6. We must teach all teachers.  
_____________________________________________________ 




4. Teacher-type tasks 
 
McKenzie, 1998 1. Spend 10–25% of project budget on staff learning 
providing for 15–60 hours annually per teacher for 
several years. 
2. Clarify purpose: problem solving and decision-making. 
3. Replace staff development and training with adult 
learning. 
4. Designate student learning as the cause. 
5. Address the emotional dimension; the challenge of 
transfer. 
6. Add a culture of “Just in time support.” 
7. Use surveys and assessment to guide planning. 
8. Provide time and invention and lesson development. 
9. Hook the passions of all. 
10. Persist. 
 
Office of the Superintendent 
of Public Instruction, n.d. 
1. Aligned with school or district vision 
2. Ongoing 
 
Rethlake, 2000 1. Reading club 
2. Materials group 
3. Peer observation 
4. Teacher inquiry group 
5. Field trip group 
6. Curriculum development group 
7. Tape viewing group 
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Chapter 3:  
Research Design and Methodology 
Introduction 
 This chapter presented the design and methodology to be used throughout the 
study. Chapter 3 examined literature on professional development and surveyed teach rs, 
principals, superintendents, scholars, and coaches involved with professional 
development provided by two TAH grants in two elementary school districts.  The goal 
of this study was to identify the essential elements that are critical for  high quality 
professional development model to be used by educational personnel when designing 
opportunities for learning. 
 Following the restatement of the problem, purpose, and the significance of the 
study, the research design is presented. The population and sampling for the study is 
addressed.  There was a review of the data gathering instruments, with a proposed 
method of data analysis presented in table format.  Finally, ethical and legal 
considerations are discussed. 
Restatement of the Problem 
 Both literature and schoolhouse traditions reveal a great variety of currently used 
professional development models that support teacher learning.  Although each teacher
hopes to find his/her experiences with professional development worthy and valuable, the 
literature does not explore which model has the greatest impact on teachers or what r le 
money, time, resources, and other elements play in providing for the most significant 
growth in adult learning.  This study hoped to determine the essential elements of high 
quality professional development by examining data using these research questions: 
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1. What elements of professional development were evident as reported by 
selected stakeholders in the Lawndale and Wiseburn School Districts as a 
result of participation in the Teaching American History grants?  (Appendix 
Surveys A, B, C) 
2. In what ways did professional development impact classroom practice as 
reported by selected stakeholders in the Lawndale and Wiseburn School 
Districts who are currently or have been participants in the Teaching 
American History grants? (Appendix Survey D)  
3. According to stakeholders in the Lawndale and Wiseburn School Districts 
who currently participate or have participated in the Teaching American 
History grants, which elements seem most critical for a high quality 
professional development model?  (Appendix Survey E) 
Restatement of the Purpose of the Study 
 The purpose of this study was to investigate various professional development 
models in the literature and to gather data about professional development from selected 
stakeholders relating to the TAH grants in the Lawndale Elementary School District and 
the Wiseburn School District.  In so doing, the researcher hoped to determine what 
elements are common to all respondents and to identify those elements that are essential 
for the development of a high quality professional development. 
Restatement of the Significance of the Study 
 This study was significant because no research currently exists that enumerates 
the elements necessary for a high quality professional development model.  This study 
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identified and made available to educators those essential elements necessary to design, 
plan, implement, and assess high quality professional development.  
 Design of the Study 
 The study was descriptive in nature.  Surveys were given to selected teachers, 
principals, scholars, and coaches, and interviews were conducted with the district 
superintendents.  Data was collected and analyzed in order to determine the elements that 
are critical for high quality professional development.   
Description of the Population and the Sample  
 The population for this study consisted of 25 kindergarten through eighth grade 
teachers each in the Lawndale Elementary and Wiseburn School Districts for a total of 50 
teachers. Fifteen principals from the two districts were asked to particite, as were 18 
TAH coaches who are also teachers in either Lawndale or Wiseburn.  Ten scholars from 
well-known institutes of higher learning in the Southern California and specialists in the 
area of American History were invited to participate, and the superintendents from each 
of the two districts, who have a total of 15 years experience each, were asked about how 
they view their role in professional development.   
Individuals were selected for this study because they have been or continue to be 
involved with the TAH grants. With the exception of the scholars, all are currently 
employed by the two school districts.  For this study the sample consisted of both 
superintendents from Lawndale and Wiseburn School Districts, all principals and 
teachers in both school districts who have been or are currently part of the TAH grants, 
all individuals who have presented as scholars over the past six years, and, finally, all 
individuals who have served or are currently serving as coaches for the grants. 
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Data Gathering Instruments 
For the purpose of this research, the following instruments were developed: 
1. The Professional Development Survey, which asks teachers, principals, 
scholars, and coaches to rate the frequency of various elements as they 
experienced them as participants in the TAH grants (See Appendix A). 
2. The Professional Development Survey for scholars only, which asks them to 
rate the frequency of various elements as they experienced them in their roles 
as scholars in relationship to the TAH grant (See Appendix B). 
3. The Professional Development Survey for Coaches only, which asks them to 
rate the frequency of various elements as they experienced them in their role 
as Coach in relationship to the TAH grant (See Appendix C). 
4. The Benchmark Rubric, which requests a self-assessment from 
teacher/coaches only regarding their growth in classroom practice as a result 
of participating in the TAH grants (See Appendix D). 
5. The Elements of Professional Development Survey, which asks all 
stakeholders to rank – from 1 to 10 – the elements they consider high quality
as they experienced them in their role as Coach in relationship to the TAH 
grant (See Appendix E). 
6. Interview questions for the two superintendents asking them to describe their 
role in professional development in their districts and what they believe are 
the three most critical elements of the TAH grant model (See Appendix H). 
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 In addition all respondents received a detailed cover letter including a request for 
their consent to participate.  The superintendents’ cover letter requested permission to 
conduct the study within the two school districts. 
Validity and Reliability of Instruments 
   Three members from the surrounding educational community were invited to 
participate in a focus group to examine the data collection instruments and relate cover 
and consent letters.  This panel of experts included: (a) an external evaluator; (b) a Los 
Angeles Special Education “Teacher of the Year;” (c) and a Cotsen Family Foundation 
Art of Teaching Coach.  A meeting was scheduled and the researcher explained the 
purpose of each instrument (see Appendices A through H) and the intended relationship 
to each of the three research questions.  The panel carefully reviewed each instrument, 
first alone, then with the group, and offered comments, suggestions, and changes to the 
various documents to make them more readable.  The researcher consequently made 
adjustments to the original documents as such changes considerably strengthened the 
instruments.  The revised instruments were field tested by a group of administrators and 
educators who are currently involved with a TAH grant in the Los Angeles Unified 
School District.  Their responses determined readability and provided the research r with 
an assessment of the instruments’ validity and reliability. 
Proposed Data Analysis 
 Data from the research was collected using spreadsheets and was examined nd 
analyzed in relationship to the three research questions.  Please refer to Table 3 for d tails 
on the instruments, respondents, and methods of analysis. 
Professional development   65 
Table 3. 
 
Proposed Data Analysis 
RESEARCH QUESTIONS DATA GATHERING 
INSTRUMENTS 
RESPONDENTS METHOD OF 
ANALYSIS 
What elements of professional 
development were evident as 
reported by selected stakeholders in 
the Lawndale and Wiseburn School 
Districts as a result of participation 
in the Teaching American History 
grants? (Research question 1) 
Professional Development 


































In what ways did professional 
development impact classroom 
practice as reported by selected 
stakeholders in the Lawndale and 
Wiseburn School Districts who are 
currently or have been participants 
in the Teaching American History 
grants? (Research question 2) 
 
Self Assessment 
Benchmark Rubric Survey 
(Appendix B) 




According to stakeholders in the 
Lawndale and Wiseburn School 
Districts who currently participate 
or have participated in the 
Teaching American History grants, 
which elements seem most critical 
for a high quality professional 
development model? 
(Research question 3) 
 












Ethical and Legal Considerations 
 This researcher met all the regulations mandated by the federal government and 
the standards for educational and psychological testing regarding the ethical and leg l 
considerations for the research that was conducted in this study.  Those regulations 
included the following tenets:   
1. The evaluator disclosed the purpose of the research. 
2. The evaluator identified herself as the primary investigator for the resea ch. 
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3. Participants involved in the TAH professional development were informed 
that they will be participating in the evaluation process for research purposes.  
4. The procedures to collect data did not cause any psychological stress, physical 
or emotional risk to the participants, or impose legal infringement to human 
dignity. 
5. A copy of the results of the study was made available to those who 
participated in the study. 
6. Confidentiality and anonymity for each participant was maintained. 
7. There were no deceptive meanings or interpretations written into the survey 
items. 
8. Responses were kept anonymous and confidential. 
9. Anonymity of individual participants was assured and the subject matter of 
the survey instruments were designed so that all parties considered it not to be 
case sensitive. 
 The researcher hired an intermediary to administer and collect the surveys in 
order to prevent bias that might occur if administered by the researcher. This was a 
recommendation by the researcher’s committee members. Surveys were mail d to ll 
participants with a self-addressed stamped envelope to the address of the interm diary. 
The researcher collected the data from the intermediary and began to compile the 
information.   
 The researcher made an appointment with the Superintendents to conduct a face-
to face interview with them. Questions were provided ahead of time to the 
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Superintendents.  The researcher carefully wrote down the responses made to the 
questions. 
Summary 
 This chapter presented a plan for the research design of the study; discussed other 
issues surrounding the problem leading to the significance of the study; described the 
population and data gathering instruments to be used; discussed how validity, reliability 
and readability were determined; explained how data gathered from the population w s 
analyzed; and provided assurances that ethical and legal considerations were met wh n 
completing the work. 
Chapter 4 will present quantitative and qualitative data gathered from the study 
and offer results to the research questions.  Chapter 5 will summarize the entire study and 
offer conclusions, recommendations, and suggestions for further research in the area of 
professional development. 
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Chapter 4:  
Analysis and Findings 
Introduction 
This chapter reports the important study findings regarding professional 
development obtained from the literature review, the five surveys, and the superintendent 
interviews. The findings are reported in response to each of the following three research 
questions as originally presented in Chapter 1 of this study: 
1. What elements of professional development were evident as reported by 
selected stakeholders in the Lawndale and Wiseburn School Districts as a 
result of participation in the Teaching American History grants?  (Appendix 
Surveys A, B, C) 
2. In what ways did professional development impact classroom practice as 
reported by selected stakeholders in the Lawndale and Wiseburn School 
Districts who are currently or have been participants in the Teaching 
American History grants? (Appendix Survey D)  
3. According to stakeholders in the Lawndale and Wiseburn School Districts 
who currently participate or have participated in the Teaching American 
History grants, which elements seem most critical for a high quality 
professional development model?  (Appendix Survey E) 
The stakeholders in this study were teachers, teacher/coaches, administrators, and 
professional development providers, also known as scholars. Data collected is reported in 
raw numbers only and this raw data for surveys A, B, C, and D may be found in 
Appendix K. 
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Results for Research Question #1 
Research question 1 asked: What elements of professional development were 
evident as reported by selected stakeholders in the Lawndale and Wiseburn School 
Districts as a result of participation in the TAH grants? The stakeholders who responded 
to this research question included Lawndale and Wiseburn teachers, administrators, 
coaches, and professional development providers, all of whom participated in the TAH 
grant opportunities.  Stakeholders participating in the TAH grant found the professional 
development opportunities to be responsive to their needs, as a result of coach/scholar 
presentations that included relevant lesson plans, strategies, and resources that wre 
applicable to their grade level standards. 
Results from teacher group in Lawndale.  Fifteen Lawndale teachers who  
participated in the TAH grant described their experiences and observations about pecific 
professional development elements, explaining how those experiences related to the 
grant.  Twelve of these respondents highly valued professional development when it 
included presentations provided by both a scholar and a coach. Teachers appreciated 
professional development designed by a scholar/coach collaboration. They found that this 
method of professional development provided a deeper understanding of content with 
methods for direct application to their classrooms. 
 Twelve Lawndale teachers perceived themselves as adult learners at all times. 
When participating in TAH professional development, 13 teachers felt that the programs 
were responsive to their identified needs, stating that the delivery of the professional 
development embraced adult learning. 
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The literature suggests that in order for professional development to be effective, 
teachers should be provided with lesson plans and resources (McKenzie, 1998). Thirteen 
Lawndale teachers said they consistently received applicable lesson plans and resources 
needed to implement the lessons effectively. 
 When questioned about planning time and applying learning from the professional 
development, 11 Lawndale teacher respondents felt that the TAH opportunities 
incorporated planning time into the professional development programs. However, they 
noted that ongoing follow-ups to TAH professional development were not always readily 
available. 
 Lawndale teacher respondents found district leadership support to be evident most 
of the time. Respondents recognized the capacity for ongoing involvement. Thirteen 
Lawndale teacher respondents found the learning from the TAH professional 
development to be important all of the time (see Figure 1). 
 Professional Development Survey by Lawndale Teachers
























































































































































































































































1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never)
 
Figure 1. Professional development survey: results for Lawndale teachers 
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Results from teacher group in Wiseburn.  Thirteen Wiseburn School District  
teachers  also found scholar/coach presentations to be the most beneficial all of the time. 
Additionally, 12 Wiseburn teacher respondents felt the reflection of classroom practice 
was evident all of the time.   
 Seventeen Wiseburn teachers believed they were perceived as adult learners; in 
addition, they felt that the TAH grant supported their needs all of the time. Twelve 
Wiseburn teachers felt that the grant opportunities provided planning time and resources 
needed to implement the learning in the classroom. They also reported that they received 
follow-up to the professional development all of the time. 
Sixteen Wiseburn teachers asserted that the district leadership provided support
all of the time, and the majority of teachers reported an increase in student achivement 
following the professional development. All 18 Wiseburn teacher participants in the TAH 
grant professional development found the learning to be important either often or all of 
the time (see Figure 2). 
Professional Development Survey by Wiseburn Teachers














































































































































































































1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never)  
Figure 2. Professional development survey: results for Wiseburn teachers 
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Results from teacher/coaches in Lawndale. T n Lawndale coaches valued a  
scholar/coach collaborative presentation all of the time. Results from Lawndale coaches 
showed that eight participants found the history content to be applicable all of the time. 
These participants perceived themselves as adult learners.  
 Ten Lawndale coaches agreed that their needs and resources were supported, and 
that these resources were provided all of the time. Similarly, 10 Lawndale coaches that 
participated in the TAH grant found the learning to be important all of the time (see 
Figure 3). 
Professional Development Survey by Lawndale Teacher/Coaches




















































































































































































































































1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never)
 
Figure 3. Professional development survey: results for Lawndale teacher/coaches 
Result s from teacher/coaches in Wiseburn.  Five Wiseburn coaches valued a  
combination  of both scholar and coach presentations all of the time. One hundred 
percent of Wiseburn coaches felt perceived as adult learners and felt the grant 
opportunities supported their needs. In addition, all Wiseburn coaches agreed that the 
grant provided resources and embedded planning time all of the time. Every Wiseburn 
coach found that the professional development opportunities provided follow-up all of 
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the time; they also found learning from the professional development to be important at 
all times (see Figure 4). 
Professional Development Survey by Wiseburn Teacher/Coaches













































































































































































































1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never)
 
Figure 4. Professional development survey: results for Wiseburn teacher/coaches 
Results from administrators in Lawndale.  The eight Lawndale  
administrators felt the history content of the professional development was highly 
applicable, reflected classroom practice, and was geared toward adult lerning. Eight 
administrators believed the professional development reflected adult learning t all times. 
Interestingly, the Lawndale administrators’ reported that they experienced less support 
for teacher needs in the TAH programs.  Lawndale administrators felt that the on-going 
coaching support was not evident. 
Eight Lawndale Administrators felt that the TAH grant professional development 
opportunities presented ample resources, planning time, and district leadership support at 
all times. However, they found follow-up to the professional development to occur less 
frequently. Seven of the Lawndale administrators found TAH grant professional 
development learning to be important most of the time (see Figure 5). 
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Professional Development Survey by Lawndale Administrators





















































































































































































1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never)
   
Figure 5. Professional development survey: results for Lawndale administrators 
Results from administrators in Wiseburn.  All Wiseburn administrators found the  
combination  of coach and scholar presentations beneficial at all times. One hundred 
percent (four) of the Wiseburn administrators found the history content applicable, 
resources available, and district leadership support present. In addition, the Wiseburn 
administrators felt that the TAH grant professional development provided on-going 
follow-up coaching support sessions. Wiseburn administrators did not see much evidence 
for planning time embedded within the TAH grant professional development 
opportunities. All Wiseburn administrators found the TAH professional development 
learning to be important all the time (see Figure 6). 
Results from providers and scholars.  The provider/scholars assigned a ranking of  
“never” to only two categories: district leadership and scholar-only presentations. 
Professional development providers (scholars) felt that scholar-only presentations r rely 
benefited the learners, citing the necessity for scholars to work together wi  coaches 
when designing and delivering professional development. When delivering instruction, 
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scholars/ providers believed they always viewed the teachers as adult learners. Six 
professional development providers found the learning associated with the TAH grant to 
be important at all times (see Figure 7). 
Professional Development Survey by Wiseburn Administrators










































































































































































































1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never)
 
Figure 6. Professional development survey: results for Wiseburn administrators  
Professional Development Survey by Provider/Scholar














































































































































































































1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never)
 
Figure 7. Professional development survey: results for providers/scholars 
The researcher received a variety of highly positive representative responses to 
Survey A, including the following comments:   
1. “The Teaching American History grant changed my teaching practice,” 
(personal communication, October 2007). 
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2. “It created new, important, and long lasting collegial partnerships,” (personal 
communication, October 2007). 
3. “It successfully and meaningfully integrated arts into a largely arts-free 
instructional culture,” (personal communication, October 2007). 
4. “The TAH model encouraged and developed reflective thinking as a habit,” 
(personal communication, October 2007). 
5. “The model provided multi-modal and thinking-centered professional 
development opportunities, which resulted in an expansion of the learning 
activities for students,” (personal communication, October 2007). 
6. “The TAH had excellent leadership and it culminated in the most impressive 
displays, events, and exhibits of student work in urban school environments,” 
(personal communication, October 2007). 
Results from superintendents.  The researcher also interviewed the 
superintendents from both the Lawndale Elementary and Wiseburn School Districts. Both 
gave similar responses pertaining to their role in the creation of high quality professional 
development: 
1. “As superintendent, my role is to make sure that high quality professional 
development is systemic and across the organization.” (D. Brann, personal 
communication, November 1, 2007) 
2. “High quality professional development should be designed after surveying 
the teachers on their needs for professional development.” (D. Brann, personal 
communication, November 1, 2007) 
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3. “It is my responsibility to attend teachers’ professional development in order
to assure district teachers of my commitment in supporting them in their 
professional and personal growth.” (D. Brann, personal communication, 
November 1, 2007) 
4. “As the leader of the district, it is important that I keep the board informed and 
grounded in professional development.” (J. Condon, personal communication, 
September 2007) 
5. “As superintendent I must work with the other principals in order to assure 
them of the necessity of professional development for their teachers.” (J. 
Condon, personal communication, September 2007) 
6. “As superintendent it is my responsibility to continue to look for 
entrepreneurs to assist financially with ongoing professional development.” (J. 
Condon, personal communication, September 2007) 
Results from scholars and coaches: Introduction. Scholars who participated in the  
grant, also known as professional development providers, received Survey B (see 
Appendix B), and participating coaches received Survey C (see Appendix C). Both 
scholars and coaches responded to 13 questions based on their observations and 
experiences working with teacher participants in the TAH grant. Scholars and co ches 
responded to each question using the following scale:  
1) All of the time; 
2) Often; 
3) Some of the time; 
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4) Little of the time; and 
5) Never. 
Results from scholars.  Seven scholars stated that the collaboration between  
scholars and coaches in designing and delivering professional development fulfilled 
teachers’ needs all of the time. Additionally, seven scholars felt they should prvi e 
lessons for classroom application often, while another seven also felt that scholr  and 
coaches should provide classroom application at all times.  
The scholars’ responses suggest that demonstration and co-teaching occurred less 
frequently. All of the scholars felt that they provided professional development to 
teachers as adult learners. They also believed the provision of resources and the 
examination of student work was necessary during TAH professional development 
opportunities.  
Scholars remarked that it was valuable for them to help connect the dots between 
content (chronological), and how the content is applicable to today’s society. They also 
stated that they were able to provide opportunities for integration, discussion, and 
questions that they considered to be very valuable for teachers, (scholars, personal 
communication, October 2007). The responses were then ranked (see Figure 8). 
Results from coaches.  Nine coaches felt that they should provide content  
knowledge and classroom application at all times. In addition, they believed that scholar  
and coaches should work together at all times to provide content knowledge and 
classroom application. Coaches and scholars felt that they designed and delivere  
professional development based on teachers’ needs all of the time. Nine coaches believed 
demonstrations and co-teaching lessons should be provided at all times. They also viewed 
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the teachers as adult learners and delivered their professional development in an 
appropriate manner. All of the coaches believed that resources should be provided to 
support professional development at all times. In addition, in order to create high quality 
professional development, they asserted that planning time must be allotted to teachers 
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Figure 9. Professional development survey: results for coaches 
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Coaches also provided qualitative data when responding to Survey C (see 
Appendix C), commenting on many outcomes that seemed valuable to teachers, including 
collaboration and planning time with colleagues, content knowledge, and personal 
learning of historical events or topics (personal communication, October 2007). Some 
specific comments included:  
• “Scholar presentations and visits to historical settings were very valuable.” 
(personal communication, October 2007) 
• “Making connections to the standards, learning how to scaffold them and 
apply them to the classroom was most beneficial.” (personal communication, 
October 2007) 
• “The leadership was key to the success of the grant.” (personal 
communication, October 2007) 
• “The leader gets what it means to be teaching in the classroom.” (coaches, 
personal communication, October 2007) 
Research Question #2 
Research question 2 asked: In what ways did professional development impact 
classroom practice as reported by selected stakeholders who are currently o  have been 
participants in the Teaching American History grants? Upon self-reflection, the majority 
of the Lawndale and Wiseburn teacher/coaches found themselves to be in full 
implementation of the history professional development learning in their classrooms. 
 Eleven Lawndale teacher/coaches and six Wiseburn teacher/coaches received 
Survey D (Appendix D). The researcher chose these teacher/coaches because of their 
willingness to self-evaluate and self-reflect about their teaching practices. These leaders 
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participated in the TAH grant professional development opportunities and expressed an 
interest in clarifying and evaluating their own practices for two specific reasons. First and 
foremost, they considered themselves to be life-long learners and viewed the opportunity 
to evaluate their practices as a chance to raise consciousness of their own needs for 
professional growth. Secondly, they viewed this chance as an avenue to model to other 
teachers the necessity of self-reflection and self- evaluation as a way to better oneself and 
one’s practices in the teaching profession. They wanted teachers to view self-valuation 
as beneficial rather than threatening. 
 Because the Lawndale Elementary School District had participated in the grant 
for a longer period of time than the Wiseburn School District, more teacher/coaches were 
able to participate in Survey D. The teachers compared their practice to a rubric that 
looked at historical benchmarks, determining which level best described the currentstat  
of their respective classrooms. Teacher/coaches evaluated themselves against these 
benchmarks as a result of their participation in the TAH grant. Teacher/coaches could 
place themselves at one of three levels: (a) starting out, (b) gathering momentum, or (c) 
full implementation. 
Results from the Lawndale teacher/coaches. Results from Survey D show  
that 5 or 6 of the 11 Lawndale teacher/coaches placed themselves at full classroom 
implementation as a result of the TAH professional development opportunities. In fact, 
100% of the Lawndale teacher/coaches recognized themselves as fully confident i  th ir 
ability to assess their knowledge of American History. 
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Two of the indicators, research and pedagogy, received a “starting out” response 
from one teacher. Figure 10 clearly shows the positive impact of the TAH grant 
opportunities on classroom practice. 














































































































Figure 10. Self-assessment/benchmark rubric: Lawndale teacher/coaches 
Results from the Wiseburn teacher/coaches. The six Wiseburn 
teacher/coaches implementing the TAH grant for less time still showed significant 
results. Half of the Wiseburn teacher/coaches placed half of the indicators at full 
classroom implementation. Every indicator showed a number of teacher/coaches at the 
“gathering momentum” stage, while each indicator showed that some teacher/coaches 
remained in the “starting out” stage. 
These results indicate the success of the high quality professional development 
provided by the TAH grant. Because these teacher/coaches are currently in the early 
stages of professional development, it can be deduced that this comes as a result of the 
shorter period of active participation. Interestingly, a number of these teacher/coaches 
still placed themselves in the higher stages of classroom implementation, despite the lack 
of time spent as grant participants (see Figure 11). 
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Figure 11. Self-assessment/benchmark rubric: Wiseburn teacher/coaches 
Research Question #3 
 Research question 3 asked: According to stakeholders in the Lawndale and 
Wiseburn School Districts who currently participate or have participated in the TAH 
grants, which elements seem most critical for a high quality professional development 
model? 
 Stakeholders were asked to rank the following elements in terms of how critical a 
part they felt each one played in high quality professional development:  identified eeds, 
scholar/coach presentations, resources, leadership support, embedded planning, 
reflection, ongoing evaluation, examining student work, team building, and celebration of 
success. All stakeholders found that the most critical element of professional 
development was the ability to identify the learners’ needs and providing professional 
development that will support those identified needs.  Following is a list of other 
elements that were ranked in order of importance by the different stakeholders who 
participated in the TAH grant. 
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Survey E results.  Survey E (Appendix E) asked teachers, teacher/coaches, and 
professional  development providers (scholars) to rank in order of importance ten 
elements of high quality professional development as suggested in the literature. Each 
element also played a part in the TAH grant’s professional development opportunities. 
The researcher wanted to determine which elements are non-negotiable when providi g 
professional development to teachers, and which elements seem less important and may 
not need to be present in successful high quality professional development. 
  The following data show the results of Survey E, which asked respondents to 
rank key elements of high quality professional development in order to determine the 
priority and importance of each element. Each list shows how each individual group of 
stakeholders – that is, teachers, coaches, and professional development providers 
(scholars) – ranked the elements, with number one being the most important and number 
ten being the least important (see corresponding Figures 12, 13, and 14).  
Teachers.  Teachers ranked the key elements of high quality professional  
development in the following order: 
1. Identified needs of the teachers are recognized 
2. Scholars/coaches as presenters 
3. Embedded planning within the professional development 
4. Team-building to support implementation 
5. Resources are provided for implementation of the learning 
6. Examination of student work to measure student achievement 
7. Leadership support for all teacher participants 
8. Celebration of success to acknowledge teacher and student learning 
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9. Reflection of learning and classroom participation 
10. Ongoing evaluation to measure learning and accountability 
Elements of Professional Development Survey For Lawnd le/Wiseburn Teachers



















































































































Ranked #1 Ranked #2 Ranked #3 Ranked #4 Ranked #5 Ranked #6 Ranked # 7
Ranked # 8 Ranked #9 Ranked #10  
Figure 12. Elements of professional development survey: Lawndale/Wiseburn teachers 
Teachers/coaches. Teachers/coaches ranked the key elements of high quality  
professional development in the following order: 
1. Identified needs of the teachers are recognized 
2. Scholars/coaches as presenters to design and deliver the learning 
3. Resources are provided for implementation of the learning 
4. Examination of student work to measure student achievement 
5. Team-building to support implementation 
6. Leadership support for all teacher participants 
7. Embedded planning within the professional development 
8. Reflection of learning and classroom application 
9. Ongoing evaluation to measure learning and accountability 
10. Celebration of success to acknowledge teacher and student learning 
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Elements of Professional Development Survey: Lawndale/Wiseburn Teacher/Coaches
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Figure 13. Elements of professional development survey: Lawndale/Wiseburn 
teacher/coaches 
Professional development providers.  Professional development providers ranked  
the key elements of high quality professional development in the following order: 
1. Identified needs of the teachers are recognized 
2. Leadership support for all teacher participants 
3. Scholars/Coaches as presenters to design and deliver the learning 
4. Embedded planning within the professional development 
5. Resources are provided for implementation of the learning 
6. Reflection of learning and classroom application 
7. Team-building to support implementation 
8. Examination of student work to measure student achievement 
9. Celebration of success to acknowledge teacher and student learning 
10. Ongoing evaluation to measure learning and accountability 
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Elements of Professional Development Survey: Professi nal Development Providers (Scholars)
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Figure 14. Elements of professional development survey: professional development 
providers (scholars) 
Survey E:  Summary.  Significant results of Survey E show that all stakeholders  
involved in the TAH grant ranked identified needs as the most critical single element for 
high quality professional development. All stakeholders asserted that professional 
development can only reach high quality if it meets the needs of the recipient. Resources 
and the collaboration of scholars and coaches in delivering professional development also 
ranked in the top five for each stakeholder group. 
Interestingly, all stakeholders considered celebrations of success and ongoing 
evaluations to be less critical aspects of high quality professional developm nt. 
Stakeholders valued student learning and students work as the evaluation rather than 
completing a paper evaluation at the end of each professional development.  Teachers and 
coaches also believed that leadership support was not an especially critical element. The 
researcher observed that teachers who were engaged in professional development were 
interested in learning in spite of leadership support. However, providers ranked 
Professional development   88 
leadership support as the second most critical element in creating high quality
professional development.  
Superintendents Respond to Key Elements of Professional Development 
The researcher interviewed the superintendents of the Lawndale Elementary 
School District [LESD] and the Wiseburn School District [WSD]. The superintendent of 
LESD suggested the following three elements as most essential to high quality 
professional development: 
1. Environment: Professional development should take place in an environment 
that is conducive to learning. 
2. Time: Professional development should be provided during the workday and 
teachers should be regarded as professionals entitled to continue their 
learning. 
3. Meaningfulness: Professional development should be meaningful to the 
participants both professionally and personally, otherwise it will ultimately b  
remembered as a waste of time.  
The superintendent of WSD suggested the following three elements as essential to 
high quality professional development: 
1. Relevance: Professional development must meet the needs of the individual 
participants. 
2. Goals: Professional development must help participants connect with and 
advance toward goals. 
3. Rigor: Professional development must be of a rigorous or substantive nature. 
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Summary 
 The data presented in Chapter 4 helped the researcher to examine those elements
that constitute high quality professional development as suggested in the literature. This 
examination involved investigating the model of professional development currently in 
place in both the Lawndale and Wiseburn School Districts. The TAH grant implemented 
a unique and effective professional development opportunity for teachers. Teachers, 
teacher/coaches, administrators, scholars, and professional development providers t ok 
part in surveys used to determine the effectiveness of the professional development fro  
the grant, the level of application to classroom practice, and the elements considered most 
important for successful high quality professional development.  
 Chapter 5 will address conclusions and implications of the study and propose 
suggestions for further research. 
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Chapter 5:  
Analysis, Conclusions, and Recommendations 
Introduction 
 This chapter presents an analysis of the study’s findings and its related 
conclusions. Limitations of the study are restated, critical elements are presented for use 
in providing high quality professional development, and recommendations for further 
study are offered. 
 The purpose of the study was the investigation of various professional 
development models and the gathering of professional development data relating to the 
TAH grants in both the Lawndale and Wiseburn School Districts in order to determine 
which elements commonly occur in high quality professional development. The 
researcher intended to use this information and information obtained from a review of the 
literature to identify the critical elements necessary for a high quality professional 
development model: one that provides the highest quality of teacher instruction and also 
results in the greatest impact on classroom practice, and ultimately, student achi vement. 
In conducting this study, the researcher hoped to identify the critical elements necessary 
for designing, planning, implementing, and assessing a high quality professional 
development model available for educators to use in their own school districts. 
 In order to identify the essential elements of high quality professional 
development, the researcher conducted a review of the literature, which showcased a 
variety of models. Different theorists suggested their ideas of what should be considered 
critical elements of high quality professional development. The researcher then selected 
certain elements identified in the literature review and ascertained their role n the TAH 
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grant’s professional development and their level of importance to stakeholders. Teachers, 
coaches, administrators, and professional development providers who participated in the 
TAH grant professional development opportunities offered in both the Lawndale and 
Wiseburn School Districts completed five surveys, all based on the literature, in order to 
determine which elements were the most critical for the success of the professional 
development. Superintendents from each district also participated in interviews where 
they discussed their roles in supporting professional development and their thoughts 
regarding which three elements they considered to be the most critical for high quality 
professional development. 
Analysis of Findings 
Conclusions related to Research Question #1. According to the results of Survey  
A (Appendix A), the Lawndale and Wiseburn teachers showed a preference for 
presentations in which a coach, who provided expertise in classroom application and a 
scholar,  who provided expertise in content knowledge,  planned and delivered the 
professional development together. Congruent with findings in the literature, teachers felt 
they received deep content learning from the scholar and gained direct connections to 
their grade level classrooms and associated standards from the coaches’ experti e. 
Teachers asserted that high quality professional development must be in alignment with 
the pedagogy desired in the classroom. In addition to learning new information, ideas, 
and strategies, teachers also wanted to see how this new knowledge specifically related to 
what they were teaching.  Lawndale and Wiseburn teachers felt the TAH grant 
professional development opportunities did indeed provide learning that supported their 
needs and classroom practice.  
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 Findings showed that the TAH model not only satisfied and supported teachers’ 
needs, but also did so with a design that respects and honors the teachers. The TAH 
model employs a range of different learning styles and strategies, viewing participating 
teachers as adult learners.  Teachers also felt that provisions were given for the time and 
resources needed in order to implement learning successfully in the classroom.  
 Most teachers in both districts found their leadership supportive either often or all 
of the time. Although the leadership attended only some of the professional development 
sessions, they nonetheless provided additional opportunities for planning and, in some 
situations, additional resources for implementation. This information proved to be critical 
to the study. As a result of the high levels of leadership support, teachers felt valu d and 
viewed the grant opportunity as critical to their profession. 
 Both the Lawndale and Wiseburn administrators suggested that the practice of 
having the coach/scholar deliver professional development is a critical component of the 
TAH model. After observation, they concluded that the teachers seemed to be more 
engaged in the learning and the application of the learning in their classrooms following 
professional development opportunities using the coach/scholar delivery.  
 Overall, the consensus among stakeholders showed that having the scholars and 
coaches work together on presentations gave way to the most beneficial professional 
development opportunities that the TAH grant could provide.  Additionally, with the 
exception of the Lawndale administrators, the majority of all participating stakeholders in 
the TAH professional development opportunities found the TAH professional 
development to be important all of the time. 
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Comments made by various Lawndale and Wiseburn teacher respondents 
highlighted the aspects of the TAH grant professional development opportunities tha 
they deemed most important: 
• “Teachers felt that it improved the way they taught as a result of becoming 
more history content knowledgeable as well as learning new strategies for 
teaching.” 
• “The grant opportunities taught me to strengthen my integration with the arts-
Teachers learned how to utilize music, visual arts, dance and drama as a 
means for supporting a deeper understanding of history.” 
• “Teachers were able to articulate across grade levels to build consistency of 
learning for students.” 
• “Teachers were given time to reflect about their practice.” 
• “Teachers felt that the grant director was supportive and organized to best suit 
their needs.” 
• “Teachers were able to recognize and celebrate their personal successes as 
well as their students.” 
The TAH professional development opportunities garnered an overwhelmingly positive 
response regarding the importance of learning received.  
Surveys B and C (Appendices B and C) were distributed to two different groups 
of respondents, one to the scholars (professional development providers) and one to the 
coaches. Those taking the surveys responded to the questions based on their experiences 
and observations while working with teacher participants in the TAH grant professional 
development opportunities. Eighty-five percent of scholars felt that the design and 
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delivery of professional development supported the teachers’ needs all of the time. One 
hundred percent of scholars felt that the professional development always viewed 
teachers as adult learners.  
Additional scholars commented on the value of helping teachers connect the 
content chronologically and presenting this connection to students. The learning from 
professional development should have had direct connections and implications to the 
teaching in the classroom; it should have supported, enhanced, and deepened classroom 
instruction. Helping teachers to integrate history throughout their curriculum seeed to 
be an extremely valuable contribution made by the scholars. Coaches found the following 
outcomes of the professional development valuable for the teachers: 
• Collaboration, personal learning, and planning time with colleagues. 
Opportunities for discussing needs, sharing learning and being given time to 
plan with other teachers. 
• Field trips to historical settings. Visiting places to experience and deepen 
learning of history content. 
• History standards. Awareness of history standards and the application of these 
to the classroom. 
Coaches asserted that credit for the success of the professional development should be 
given to the grant leadership. They felt that the grant leadership understands the 
classroom life of a teacher. That understanding impacted not only the commitment to 
being a grant participant but also the need to assure the transfer of learning to classroom 
practices. These qualitative findings coincided with similar elements tha  make for high 
quality professional development.  
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Conclusions related to Research Question #2. Ultimately, one should see  
evidence of learning from professional development. If the professional development’s 
design supports teachers’ needs and makes resources available to them, it makes sense 
that evidence of the learning should be visible and measurable in classroom application. 
One expects to see evidence of growth in their professional practice as a rsult of their 
learning. Eleven Lawndale teacher/coaches and six Wiseburn teacher/coaches completed 
Survey D (Appendix D) in order to determine the impact that the TAH professional 
development learning had on their professional practice and classroom application. In 
most areas, the majority of Lawndale and Wiseburn teacher/coaches placed themselves in 
the gathering momentum stage, which came as no surprise to the researcher. These 
teacher/coaches considered themselves to be life-long learners, so it makes sense that 
they would see themselves as teachers who continually strive to improve their practice. 
Interestingly, a significant number of Lawndale and Wiseburn teachers and coaches have 
accomplished full implementation in some specific areas, including chronological 
thinking, knowledge of content, integration of technology, level of student engagement, 
and most importantly, personal knowledge of American History. These teacher/coaches 
recognized the role the TAH grant’s professional development played in helping them 
reach the full implementation stage in these areas.  
Conclusions related to Research Question #3. Finally, teachers, teacher/coaches,  
and professional development providers completed Survey E (Appendix E) to determine 
which elements each stakeholder considered the most critical for ensuring high quality 
professional development. The researcher maintains that the success of theseprofessional 
development opportunities results from the inclusion of specific elements that led 
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teachers to participate and contribute to successful teacher learning and classroom 
application. Teachers, teacher/coaches, and professional development providers received
a list of these elements, ranking them in order of perceived importance. The results
showed which specific elements the stakeholders deem non-negotiable: elements they 
feel must be included in all designs and models of professional development.  
Analysis of the data revealed identified needs as the single most critical element; 
all stakeholders gave this element a high ranking. This valuable information aligns with 
how the stakeholders felt about the TAH professional development opportunities; the 
majority of the participants believe that the TAH programs met their needs. 
At the opposite end of the rating, the ongoing evaluation of professional 
development seemed to be of minimal importance. This element encompassed the 
completing of evaluations at the end of each professional development workshop. 
Teachers, teacher/coaches, and professional development providers ranked this as the 
least important element. They found the task to be burdensome and not necessary at all 
professional development sessions.  
Teachers, teacher/coaches, and professional development providers consistently 
rated two elements, having resources and having scholars and coaches present the 
professional development together, in the top five most important elements. It became 
clear that professional development opportunities must provide all of the resources 
necessary for successful implementation of learning in the classroom. 
Another element rated in the top five was the desire to have both the scholar and 
coach work together when planning and providing professional development 
opportunities. Coaching provides the ongoing support that teachers need to create a 
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classroom of practice. The stakeholders in the TAH grant workshops found the learning 
to be most beneficial when they could experience specific content learning coupled with 
the connection of that learning to their specific grade level standards and learning 
experiences for their students. Coaches showed teachers how and why certain strategie  
would make a difference for their students.   
The teachers and teacher/coaches ranked leadership support differently than he 
professional development providers. The providers ranked leadership support as the 
second most important element in high quality professional development. They believe 
that when leaders recognize and applaud teachers for their continuous learning in service 
of school improvement, they legitimize their professional development. Conversely, 
teacher and teacher/coaches ranked leadership support in the bottom five, claiming that it 
holds less value for high quality professional development. This does not mean they did 
not value the support of the leadership; instead, they simply did not feel the element was 
critical to the effectiveness of high quality professional development. 
Teachers and teacher/coaches placed team building into their top five elements of 
high quality professional development, citing collegiality as an essential component. 
Teachers and teacher/coaches believed opportunities for collaboration lead to high qual ty 
professional development. Supporting one another, maintaining continuity for students, 
sharing ideas, and working together consistently helped to determine what is needed for 
successful professional development.  
Finally, stakeholders differed in their ranking of the inclusion of planning time. 
Teachers rated this element as the third most important because they believe it is 
necessary to embed planning time into professional development learning in order to 
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make the connection to classroom application. Professional development providers 
recognized that teachers have time constraints as well, and if they did not embed 
sufficient planning time into the professional development workshops, this might lower 
the chance for teachers to actually implement the learning that they have provided. In 
contrast, teacher/coaches rated embedded planning time in the bottom five. The 
researcher explains that this may stem from the coaches’ high levels of experience as well 
as their willingness to put the time into classroom application regardless of whether 
planning time was included in the professional development sessions. Therefore, the 
teacher/coaches did not rate planning time as highly as other elements. 
In analyzing the major elements of high quality professional development, some 
elements stood out as clearly non-negotiable and should always be included when 
providing high quality professional development. These elements include: 
1. Meeting identified needs. Teachers felt that their individual and grade level 
needs must be met. 
2. Providing resources. Teachers must be given ample materials (such as 
posters, visual aids, art supplies, DVDs, books, etc.) in order to successfully 
implement professional development learning. 
3. Promoting team building. Teachers must be given time to collaborate across 
grade levels as well as school sites in order to strengthen areas of weakness. 
4. Allowing scholars and coaches to present together. Scholars and teacher 
coaches must collaborate together in order to provide content instruction as 
well as connections to classroom application. 
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5. Embedding planning time. Teachers should be given time within the 
professional development workshops to plan lessons for implementation. 
In addition, the stakeholders found some elements to be beneficial but not 
necessarily critical for the success of the professional development. These elements 
included the following: 
6. Leadership support. Administrators at site and district levels providing 
support for professional development.  
7. Celebrations of success. Opportunities to showcase teacher and student 
achievement. 
8. Ongoing evaluation. Continual formal evaluation and assessment. 
9. Reflection. Time to analyze the outcome of teaching and learning. 
10. Examination of student work. Analyzing student work using a protocol or 
rubric. 
In discussing these critical elements with the superintendents of both districts, 
identifying and meeting teachers’ needs prevailed as an element that both agreed leads to 
high quality professional development. All stakeholders involved unanimously chose 
identified needs as critical and agreed that the needs of the learner must be met.  One 
superintendent suggested that professional development should take place during the 
workday in a setting that regards teachers as professional adult learners, therefore 
affirming its importance and its status as an integral component of the teacher’s job. In 
other words, schools must prioritize professional development and work to create time 
for it. Teachers should also be given time to plan and work together, in addition to time 
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and opportunities to develop, master, and reflect on new approaches to working with 
children.  
Table 4 indicates the correlation of the top five professional development 
elements as they relate to those found in the review of the literature. Although the review 
of the literature omitted any reference to a coach and scholar working collaboratively 
together, there was ample mention of the value of a coach. 
Table 4. 
 
Critical Elements for High Quality Professional Development  
Survey Data Findings Literature Review 




Speck & Knipe (2005) 






Speck & Knipe (2005) 
3. Team Building Guskey (2000) 
Shelton & Jones (1996) 
4. Scholar and Coach Bellingham School District (1996) 





Russo (2004)  
Shelton & Jones (1996) 
 table continues 
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Survey Data Findings Literature Review 
5. Time for planning and collaboration Cook & Fine (1997) 
Swanson (1995) 
McKenzie (1998) 
Shelton & Jones (1996) 
Speck & Knipe (2005) 
 
Table 5 indicates the correlation of the elements six through ten to the review of 
the literature.  While these elements were not rated in the top five for this current study, 
they are nonetheless critical in the professional development process. 
Table 5. 
 
Critical Elements for High Quality Professional Development  
Survey Data Findings Literature Review 




Sparks & Hirsch (1997) 
Speck & Knipe (2005) 
7. Celebration of Success Guskey (2000) 
McCarthy & Riley (2000) 
8. On-going Evaluation Emily Hasssel (n.d.) 
Guskey (2000) 
Speck & Knipe (2005) 
9. Reflection  Darling-Hammond & McLaughlin (1995) 
Holmes Group (1990) 
Speck & Knipe (2005) 
Sprinthall & Sprinthall (1995) 
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Conclusions and Implications 
 The literature suggests many elements that should be taken into consideration 
when designing and delivering professional development. Professional development 
should engage educators in effective learning processes and promote collegiality and 
collaboration. Professional development should also provide opportunities for teachers to 
reflect critically on their practice, all the while embracing new knowledge and beliefs 
about content, pedagogy, and learning. Teachers identified the TAH grant as a model 
worth experiencing. In analyzing the data from the surveys relating to this grant and to 
the literature, certain elements seemed to be the most critical for high quality professional 
development. These elements consisted of meeting identified needs, providing resources, 
promoting team building, allowing for scholars and coaches to present together to adults 
learners, and embedding planning time. All professionals who design and deliver 
professional development workshops should consider these elements mandatory. 
In a period of time where education deals with high-stakes accountability and the 
pressure of time constraints on standards-based teaching, it is critical for professional 
development to support teachers, to value their time, and to acknowledge them as 
professionals by providing the highest quality learning possible. Although it may be 
impossible to include all of the elements dictated by the literature, including the five non-
negotiable elements should become a necessity when creating high quality professional 
development workshops. The researcher acknowledged efforts to include too many 
elements in each professional development session.  
 In reflecting on the three research questions in this study, the researcher 
concluded the following: 
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Data for Research Question 1 showed that specific elements affected the different 
participants in the TAH grant in different ways. The participants determined a d 
considered which elements constituted high quality professional development. Teachers, 
administrators, coaches, and providers found these elements to be evident throughout the 
professional development opportunities provided by the TAH grant.  
 Data for Research Question 2 concluded that the impact on classroom practice 
resulted from participation in the TAH grant professional development opportunities. 
Data showed that teachers in both districts found themselves to be in a stage of 
“gathering momentum” or “full implementation” most of the time in all 11 areas as a 
direct result of the TAH professional development opportunities. Only a few teachers 
placed themselves at the “starting out” stage in a few areas, even after participating in the 
grant. This data showed evidence of the program’s direct impact on classroom 
application. Teachers found the learning to be relevant to their own classrooms as well as 
directly correlating to how they felt about their own self-growth. 
 Data for Research Question 3 concluded that five elements from the literature and 
surveys helped to create the most high quality professional development possible. These 
elements should always be considered when designing and delivering professional 
development. These elements follow in order of their importance: 
1. Meeting identified needs. Teachers feel that their needs are known and 
supported. 
2. Providing necessary resources. Materials are provided to support the 
implementation of the learning. 
Professional development   104 
3. Promoting team building. Time is provided for team building and 
collaboration with colleagues. 
4. Scholars and coaches present together. Allowing scholars and coaches to 
present the content knowledge and classroom application together results in 
content and strategies that are provided within the professional development. 
5. Embedding planning time. Time is allotted for planning implementation in 
one’s classroom. 
 The TAH grant constituted a model for high quality professional development. 
Data showed the elements that the teachers, administrators, coaches, and providers 
deemed essential in order to create a higher quality of professional development. 
Participants found the learning from the professional development to be beneficial as well 
helpful in impacting their classroom practice. The TAH model of professional 
development included the five crucial elements, and participants overwhelmingly 
affirmed its high quality. 
Limitations of the Study 
 Because the researcher directed two TAH grants awarded to the Lawndale 
Elementary School District and the Wiseburn School District, a bias may be present; this 
possibility for bias was mentioned in Chapter 3 during data collection and Chapter 4 
during the report of the data. 
 This study did not take into account any other type of professional development 
training or opportunities undertaken by teachers in either of the two school districts. 
Instead, this study restricted itself to the TAH grant, thus limiting its findings about 
professional development. Furthermore, the author may have been biased in the 
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presentation of the professional development models addressed in the review of literature. 
This study only focused on professional development in history and did not look into 
other curriculum areas. 
 Because the study only reflected data from two elementary school districts in Los 
Angeles County, the sample size, which included fifty teachers, 11 principals, two 
superintendents, 18 coaches, and approximately 10 scholars, may be considered a 
limitation. The Benchmark Rubric reflected data from 18 teacher/coaches only. 
Therefore, findings cannot be generalized to a greater population. 
 Teachers selected for this study included those with as many as six year  and as 
few as one year of participation in the TAH grant. This wide variation further limits the 
findings and the ability to generalize them to a greater population. 
Recommendations for Further Research and Practice 
 In contemplating future research in the field of high quality professional 
development, a number of topics come to mind. The distinct discrepancy surrounding the 
element of leadership support came as a surprise to the researcher. Both the litera ure and 
professional development providers suggested that leadership support is a significant 
aspect of high quality professional development; however, the teachers and 
teacher/coaches did not rate this element as being as important as other elements. In 
observation as director of the grant, the leadership support seemed to validate the 
importance of the learning and to acknowledge the commitment of the teacher working t  
better him or herself. For some reason, the teachers and coaches did not seem to need that
element in order to deem the professional development to be of high quality. Further 
research on the topic of leadership and its impact on learning could yield interest g and 
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valuable data. Investigating leadership involvement more specifically to determine what 
causes teachers to feel more supported by leadership would seem to be of further 
importance and interest. Further investigation into organizational climate could ertainly 
shed light into professional development receptivity. 
 Another topic of further research may include team building and the relationship 
it has to high quality professional development. Despite having an emphasis on team 
building, the high rating received from teachers and teacher/coaches still came as a 
surprise. Further research may be necessary in order to explore more deeply th  concept 
of team building and what strategies and elements help to build strong teams. With this 
information, professional development providers may learn more about how to support 
teachers during professional development opportunities. 
 Lastly, the researcher has become more interested in a higher level of learning for 
high quality professional development as a result of the data presented through this study. 
It seems that teachers and students learning together could advance the learning to the 
highest level of professional development, while helping to better prepare the teac r for 
classroom application. With teachers and students learning together, the teacher m y b  
able to learn about the learning process from the student’s perspective, offering an 
opportunity to learn how a group of students might respond to a particular kind of 
learning. The types of questions, instruction delivery, anticipations, and effective visuals 
can be found ahead of time as a result of learning with one student, ultimately 
strengthening the actual implementation and development of the lesson for classroom 
application. Learning with a student can create opportunities to glean additional ways that 
students may interpret or experience the learning. This model of professional 
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development may contain the high quality professional development that leads to the 
most optimum results of student achievement. 
 This study raised consciousness and brought attention to significant data and 
information that can lead to exemplary teacher learning, ultimately resulting in enhanced 
student achievement. The researcher hopes that the suggestions and information 
contained within this study will be regarded as critical to the creation of high quality 
professional development opportunities in the future. 
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Appendix A: 
Professional Development Survey for Teachers K-8, Principals, Scholars, and Coaches, 
Teaching American History Grant 
Research has shown that specific elements must be in place for professional development 
opportunities to make an impact on classroom practice thereby increasing student learning.  Each of 
you is currently involved or has been involved in ongoing professional development as a result of 
your commitment to the Teaching American History Grant. Based on your experiences with this 
professional development, please select the responses which most accurately reflect your experience: 
Please use this rating scale: 
1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never) 
 
1.    I prefer presentations by scholars 
1___2___3___4___5___ 
2.    I prefer presentations by coaches 
1___2___3___4___5___ 
3.    I prefer a combination of scholars and coaches 
      1___2___3___4___5___ 
4.    Content is applicable to classroom practice 
 1___2___3___4___5___ 
 5.    Lesson plans provide the link from content to classroom application 
    1___2___3___4___5__ 
 6.   My teacher needs are supported 
 1___2___3___4___5___ 
 7.   Resources are provided 
 1___2___3___4___5___ 
 8.   Planning time is included in the professional development 
 1___2___3___4___5___ 
 9.   The professional development environment supports adult learning 
 1___2___3___4___5___ 
10.   Coaches provide follow up support 
 1___2___3___4___5___ 
11.  District leadership support is evident 
 1___2___3___4___5___ 
12.  I am able to reflect upon my classroom practice  
 1___2___3___4___5___ 
13.   I see evidence of increased student achievement  
 1___2___3___4___5___ 
14.   Monetary stipends are important 
  1___2___3___4___5___  
15.   I found the professional development sessions from the Teaching American          
History Grants valuable 
 1___2___3___4___5___  
                                                                                                Use the back for comments 
Please check all that apply: 
Teacher                                            _______              Principal        _______ 
Current grade level:     ________                         Administrator       _______     
Current Participant in TAH grant:   ________                       Scholar                  _______ 
Previous Participant in TAH grant:    ________           Coach   _______   
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Appendix B:  
Professional Development Survey for Scholars,  
Teaching American History Grant 
 
Research suggests that large group professional development presentations by 
scholars and small group and/or one-to-one support by coaches contribute greatly to 
the success of all professional development for teachers.  Each of you is currently 
involved or has been involved with professional development as a result of your 
commitment to the Teaching American History grants in the Lawndale Elementary 
School District or the Wiseburn School District.  
 
Please respond to the following questions regarding professional development for 
teachers in your role as scholar based on your experience and observations as you 
have worked with teachers from the two districts over the past six years. Use the 
following definitions as a reference for your response: 
 
Scholar:   an individual with academic expertise in the overall areas of history 
Coach:     personalized training and support given to teachers  
 Please use this ranking scale: 
1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never) 
 
1.   Scholars should provide both content knowledge instruction and application to 
      classroom  practice    
1___2___3___4___5___ 
2    Scholars and coaches working together should provide both content knowledge 
      instruction and application to classroom practice 
1___2___3___4___5___ 
3.   Scholars should design and deliver professional development opportunities 
       based on teacher  needs 
1___2___3___4___5___ 
4.  Scholars and coaches working together should design and deliver professional 
      development  opportunities based on teacher needs 
1___2___3___4___5___ 
5.   Scholars should provide lessons for classroom application 
1___2___3___4___5___ 
6.   Scholars and coaches working together should provide lessons for classroom 
      application        
1___2___3___4___5___ 
7.   Scholars should provide demonstration lessons and arrange for co teaching 
      lessons 
1___2___3___4___5___ 
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8.  Scholars should design and deliver professional development opportunities with 
     the awareness that teachers are adult learners 
1___2___3___4___5___ 
9.  Scholars should provide resources to support learning and application to practice 
       1___2___3___4___5___ 
10. Scholars should provide time for teachers to plan how to implement new 
      learning into classroom practice 
1___2___3___4___5___ 
11. Scholars should hold teachers accountable for implementing what might be 
      learned from the professional development 
1___2___3___4___5___ 
12. Scholars should address how to examine student work in light of new learnings 
      from professional development 
1___2___3___4___5___ 

































Please check all that apply: 
 
______ Current Scholar for TAH grant 
 
______Previous Scholar for TAH grant 
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Appendix C:  
Professional Development Survey for Coaches,  
Teaching American History Grant 
 
Research suggests that large group professional development presentations by 
Coaches and small group and/or one-to-one support by coaches contribute greatly 
to the success of all professional development for teachers.  Each of you is currently 
involved or has been involved with professional development as a result of your 
commitment to the Teaching American History grants in the Lawndale Elementary 
School District or the Wiseburn School District.  
 
Please respond to the following questions regarding professional development for 
teachers in your role as coach based on your experience and observations as you 
have worked with teachers from the two districts over the past six years. 
 
Scholar:   an individual with academic expertise in the overall areas of history 
Coach:     personalized training and support given to teachers 
 
 Please use this ranking scale: 
1 (all the time) 2 (often) 3 (some of the time) 4 (a little of the time) 5 (never) 
 
1.   Coaches should provide both content knowledge instruction and application to 
      classroom practice    
1___2___3___4___5___ 
2.   Coaches and scholars working together should provide both content knowledge 
       instruction and application to classroom practice 
1___2___3___4___5___ 
3.   Coaches should design and deliver professional development opportunities based 
      on teacher needs 
1___2___3___4___5___ 
4.   Coaches and scholars working together should design and deliver professional 
      development opportunities based on teacher needs 
1___2___3___4___5___ 
5.   Coaches should provide lessons for classroom application 
1___2___3___4___5___ 
6.   Coaches and scholars working together should provide lessons for classroom 
      application 
1___2___3___4___5___ 
7.   Coaches should provide demonstration lessons and arrange for co teaching 
      lessons 
1___2___3___4___5___ 
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8.  Coaches should design and deliver professional development opportunities with 
     the awareness that teachers are adult learners 
1___2___3___4___5___ 
9.  Coaches should provide resources to support learning and application to practice 
           1___2___3___4___5___ 
10. Coaches should provide time for teachers to plan how to implement new 
      learning into classroom practice 
1___2___3___4___5___ 
11. Coaches should hold teachers accountable for implementing what might be 
      learned from the professional development 
1___2___3___4___5___ 
12. Coaches should address how to examine student work in light of new learnings 
      from professional development 
1___2___3___4___5___ 
































Please check all that apply: 
 
______Current for TAH grant 
 
______Previous Coach for TAH grant 
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Appendix D:  
Professional Development Survey for Teachers K-8:  
Teaching American History Grant Self-Assessment/Benchmark Rubric 
 
Directions:   Based on your experience with Teachin g American History professional 
development opportunities, please look at each indi cator shown below and place an “x” 
on the benchmark score (1, 2 or 3) based on the lev el of implementation in your 
classroom. 
What are teachers and students doing? What evidence of powerful teaching and learning of 
history would you look for? 
Indicator  Starting Out (1)  Gathering Momentum (2)  Full Implementation (3)  
 
I. Historical 





Students measuring and 
calculating calendar time by 




Students creating timelines of 
key events, people, and 





Students explaining how past 
and present are related to one 




Students interpreting data and 





Students using textbook models 
of periodization to define 
historical eras in the history of 
the nation or region they are 
studying  
 
Students comparing key events on a 





Students describing patterns of 




Students analyzing periodization 
schemes and creating alternate 
models for periodization 
 






Students using a variety of 






Students locating human 
communities around the 
world 
 
Students describing how the 
physical environment shapes 
patterns of settlement, 
economic enterprise, and key 
events in history 
 
------------------------------------------- 
Students discussing climatic 
change and human 
modifications to the environment 
 
Students identifying why the 
physical environment may cause 





Students identifying and explaining 




Students analyzing and explaining 



















Students identifying the 




Students describing the 




Students distinguishing fact 




Students describing the point of 




Students describing the purpose 




Students describing the context in 
which different historical points of 
view were made 
 
--------------------------------------------- 
Students detecting bias in primary 




Students inferring the intended 
audience for a primary source 
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Indicator  Starting Out (1)  Gathering Momentum (2)  Full Implementation (3)  
Students framing questions 




Students obtaining historical 
information largely from 





present-mindedness in their 
understanding of history 
 
--------------------------------------- 
Students demonstrating a 




Students formulating research 




Students obtaining data from a 















Students displaying some 
connectedness to historical 
events 





Students selecting and analyzing 





Students assessing the validity and 




Students displaying historical 
empathy within the context and 
values of a historical period 
 
--------------------------------------------- 
Students using historical analogies 
to explain the world they live in 
 
 















Students reconstructing the 




Students asking questions 










Students recognizing and 
describing great ideas and 




Students recognizing that 






Students beginning to ask 




Students making connections 
between specific events and 




Students recognizing longer 




Students describing how great 





Students recognizing that 
historical interpretations are 
conditioned by values, beliefs, 




Students recognizing that 
interpretations of history are 
open to change as new 
information is uncovered 
 
 





Students transferring historical 




Students evaluating consequences 
of past decisions on the present and 




Students recognizing how great 
ideas and words derive from a 
centuries-old tradition of great ideas 
and words  
 
------------------------------------------- 
Students describing how a particular 
set of values, beliefs, and political 




Students questioning historical 
interpretations as provisional and 











Students identifying and 
having access to a variety of 
source materials beyond the 
textbook such as diaries, 
personal letters, government 
records, court proceedings, 
census data, photographs, 
maps, artifacts, literature, 
 
Students researching historical 








A rich classroom environment of 
student-published books, research 
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Indicator  Starting Out (1)  Gathering Momentum (2)  Full Implementation (3)  
film, music, speeches, 
documentaries cartoons, 
drama, folklore, buildings, 
oral histories, songs, hymns, 
fine arts and crafts 
 
--------------------------------------- 
Students working mostly on 
their own to study for tests or 
to write research papers 
based on secondary sources 
 
 
Students working with others to 
construct historical narratives 
 
Photographs, images and print 
materials connected to concepts 
and subjects being learned 
 
--------------------------------------------- 
Students working with others on a 
variety of creative classroom 
projects such as dramatizations, 










(This category will 
vary depending on 
the content being 
taught. This example 
is pulled from the 
early national period 





Teachers describing and 
identifying the important 
founding documents of this 
nation including the 
Declaration of Independence, 







Teachers telling stories of 




Teachers describing the 




Teachers relying on 
textbooks for their knowledge 
 
--------------------------------------- 
Teachers unaware of 






Teachers relying on district 
adopted history textbooks 




Teachers delivering factual 




Teachers lecturing, assigning 
readings, assigning research 










Teachers teaching the principles 
of freedom and democracy 




Teachers explaining the 
historical antecedents for the 




Teachers describing the 




Teachers explaining the 




Teachers reading classic 
secondary works in the field 
 
------------------------------------------- 
Teachers aware of professional 






Teachers using some trade 
books and bringing in some of 




Teachers beginning to develop 
historical thinking and analysis 
skills in students 
 
------------------------------------------- 
Teachers using a variety of 
methods and sources to 




Teachers seeking mentoring 





Teachers showing examples of how 
these documents have influenced 
American history over time 
 
--------------------------------------------- 
Teachers providing examples of and 
describing the lasting influences of 





Teachers describing heroes from  all 




Teachers explaining how words and 








Teachers members of and 
participating in professional 





Teachers designing curriculum 
based on content models in the field 




Teachers using historical thinking 
and analysis skills to frame 
instruction and select materials 
 
------------------------------------------------ 
Teachers modeling historical 





Teachers modeling respect for 
students’ diverse opinions and 
expressions of learning 
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Indicator  Starting Out (1)  Gathering Momentum (2)  Full Implementation (3)  
 
Teachers observing and 





Teachers researching new topics 
and creating new units based on 
historical source materials 
 
--------------------------------------------- 
Teachers mentoring and coaching 
other teachers regularly 
 
--------------------------------------------- 
Team planning and teaching 
 
 
IV. Teachers and 
Technology 
 
Teachers aware of online 




Teachers surfing the Internet 
for online historical sources 
 
Teachers making 




Teachers using technology to 
access primary sources 
including manuscript collections, 
oral history projects, state and 
local newspapers, records of 
government agencies, national 
archives, special collections, art 
collections, etc.  
 
 
Teachers explaining the provenance 




Teachers using historical context to 





Teachers modeling the use of online 










Students memorizing of 




Students expressing distance 




Students relying on textbooks 
and encyclopedias to provide 
the one true story of history 
 
--------------------------------------- 
Students recounting history 
solely through the eyes 




Students asking historical 




Students beginning to conduct 




Students beginning to express 




Students positing alternative 




Students recounting history 





Students asking questions 
informed by historical context 
 





Students displaying historical 




Students respecting diverse 




Students examining history through 





Students asking imaginative 
questions based on analogies with 




Students applying historical 




Students creating political cartoons 
 
--------------------------------------------- 
Students creating historical 
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Indicator  Starting Out (1)  Gathering Momentum (2)  Full Implementation (3)  
 








Students reading histories and 







End of chapter multiple 
choice tests focused on 
memorization of names, 







End of chapter and teacher-
made essay questions that go 
beyond factual recall to 
interpretation and analysis 
 
A variety of assessments tapping 
into the state content standards  and 
all of the above historical thinking 
and analysis skills:  
 
• Open ended essay 
questions 
• Document Based 
Questions 
• Piecing together 
narratives from primary 
sources 
• Infusion of broader global 
perspectives  
• Debates 





Students explaining their own 
thinking, reflecting on their own 




Students are partners in determining 
criteria and rubrics for assessing 
and evaluating work 
 
--------------------------------------------- 
Teachers observing how students 
use primary and secondary sources 
as evidence  
 
--------------------------------------------- 
Teachers examining student work in 
collaborative discussions  
 
--------------------------------------------- 
Assessments being used towards 
instructional improvement in a 
continuous feedback loop 
 
Thanks to Dr. Linda Symcox; California State University, Long Beach 
 
Sources 
AHA, “Benchmarks for Professional Development in Teaching of History as a Discipline,” [http:www. 
Appleby, Hunt, and Jacob, Telling the Truth about History, NY: W.W. Norton & Co., 1994. 
Bass and Rosenzweig, “Rewiring the History and Social Studies Classroom,” 1999. 
California History-Social Science Content Standards, Sacramento: California Dept. of Education, 1997. 
Davidson & Lytle, After the Fact the Art of Historical Detection,” 1999. 
Holt, T.  – Thinking Historically: Narrative, Imagination, and Understanding. NY: College Entrance Examination Board , 1990. 
National History Day, [http://www. 
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National Standards for History, University of California, 1994. 
O’Malley and Rosenzweig, “Brave New World or Blind Ally,” 1997 
Rozenzweig, “How Americans Use and Think About the Past,” 2000 
Symcox, “The Case for Primary Sources in the K-12 Classroom,” Unpublished essay, 2000. 
Symcox, L.  Whose History? The Struggle for National Standards in American Classrooms, NY: Teachers College Press, 2002. 
Van Sledright, In Search of America’s Pas: Learning to Read History in Elementary School, NY: Teachers College Press, 2002 
Wineburg, S. et al, Knowing, Teaching, and Learning History: National and International Perspectives, NY: New York 
University Press, 2000. 
Wineburg, “Historical Thinking and Other Unnatural Acts”, Phi Delta Kappan, 80 (7), 1999 
 
Please check all that apply: 
 
Current grade level:   ________ 
Current Participant in TAH grant: ________ 
Previous Participant in TAH grant:   ________ 
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Appendix E:  
Elements of Professional Development Survey for Teachers, Coaches, and Scholars,  
Teaching American History Grant 
The following ELEMENTS OF PROFESSIONAL DEVELOPMENT have been 
identified in the literature and by presenters and participants of the Teaching American 
History grants in the Lawndale Elementary and the Wiseburn School Districts 
 
As you review these elements, please rank them from 1 to 10, with 1 being the most 
important to you and 10 being the least important 
 
_____        Ongoing resources that support professional development 
 
_____        Celebrations of successes in learning for both teachers and students 
 
_____        Scholars and coaches working together to provide professional 
                  development based on teacher needs 
 
_____        Multiple opportunities for reflection  
 
_____        Team building and collaboration 
 
_____        Leadership support at site and district level 
 
_____        Planning and implementation embedded within the professional 
                  development 
 
_____        Collaborative examination of student work 
 
_____        Design, development, and delivery of professional development based on    
                  identified teacher need 
 
_____        Ongoing evaluation and assessment  
 
 
Please list any other elements that may be of importance to you: 
 
Please check all that apply: 
 
______ Scholar for TAH Grant     ______Number of Years      
 
______ Coach for TAH Grant    ______Number of Years 
 
______ Current Teacher Participant in TAH Grant  ______Number of Years 
 
______Previous Teacher Participant in TAH Grant  _____ Number of Years  
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Appendix F:  
Sample Administrator Letter 
 





I am a doctoral student at Pepperdine University majoring in Organizational 
Leadership. Currently I am working on my dissertation which focuses on 
identifying elements necessary for high quality professional development. With your 
permission, part of this study will concentrate on the two Teaching American 
History Grants which have been awarded to the school district over the past six 
years.  I would like to ask teachers, principals, and others involved in the grant to 
complete several brief surveys to provide me with data regarding staff professional 
development associated with the grant. 
 
I would also request permission to meet with you personally to conduct a research 
interview to provide further data from the leadership aspect of this study.  I assure 
you that all information you share with me will be used anonymously and 
confidentially.   
 
I want to thank you in advance for permission to conduct this study in the Lawndale 
Elementary School District and with you. May I contact your secretary to schedule 
an appointment within the next two weeks?  Many thanks. 
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Professional Development Interview Questions for Superintendents 
Teaching American History Grant 
 
 
Research has shown that leadership support for professional development is critical 
to the efficacy of such professional development for the teaching staff.  In your role 
as administrator, what are your comments regarding the following questions 




1.  What is your role in the creation of high quality professional development for 
      your district? 
 
2.  From your vantage point, what do you consider to be the three most essential 
     elements of high quality professional development and why? 
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Appendix G:  
Sample Administrator Letter 





I am a doctoral student at Pepperdine University majoring in Organizational 
Leadership. Currently I am working on my dissertation which focuses on 
identifying elements necessary for high quality professional development. With your 
permission, part of this  study will concentrate on the two Teaching American 
History Grants which have been awarded to the school district over the past six 
years.  I would like to ask teachers, principals, and others involved in the grant to 
complete several brief surveys to provide me with data regarding professional 
development associated with the grant. 
 
I would also request permission to meet with you personally to conduct a research 
interview to provide further data from the leadership aspect of this study.  I assure 
you that all information you share with me will be used anonymously and 
confidentially.   
 
I want to thank you in advance for permission to conduct this study in the Wiseburn 
School District and with you.  May I contact your secretary to schedule an 
appointment?   Many thanks. 
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Professional Development Interview Questions for Superintendents 
Teaching American History Grant 
 
Research has shown that leadership support for professional development is critical 
to the efficacy of such professional development for the teaching staff.  In your role 
as administrator, what are your comments regarding the following questions 




1.  What is your role in the creation of high quality professional development for 
     your district? 
 
2.  From your vantage point, what do you consider to be the three most essential 
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Appendix H:  
Professional Development Interview Questions for Superintendents,  
Teaching American History Grant 
 
 
Research has shown that leadership support for professional development is critical 
to the efficacy of such professional development for the teaching staff.  In your role 
as administrator, what are your comments regarding the following questions 




1.  What is your role in the creation of high quality professional development for 
     your district? 
 
2.  From your vantage point, what do you consider to be the three most essential 
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Appendix I:  
Participant Release Form -  




To All Teaching American History Grant Participants: 
 
I am currently a doctoral student in the Organizational Leadership Program at Pepperdine 
University and am now in the process of gathering data on professional development 
provided by the Teaching American History Grants in the Lawndale Elementary School 
District and the Wiseburn School District to use for my dissertation, which is 
investigating those elements that lead to a high quality professional development model. 
 
I will be surveying teachers, principals, administrators, scholars, and coaches who have 
participated in the grants over the past six years. 
 
I am requesting that you complete the survey(s) attached to this letter and rtur  in the 
envelope provided.  All information will be anonymous and the data collected will be 
used for my dissertation only. The highest level of ethical and moral considerations will 
be in place throughout the study.  You may request a copy of the data analysis by 
contacting me in the summer of 2007. 
 
Your willingness to complete the survey(s) is your consent to participate.  Thank you in
advance for your participation.  Your assistance in this research is very much appreci ted 
and will be helpful in my quest to design a high quality professional development model 
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Appendix J:  
Field Study Request Form -  
Teaching American History Grant, Professional Development Surveys,  
Spring, 2007 
 
To All Field Study Participants: 
 
I am currently a doctoral student in the Organizational Leadership Program at Pepperdine 
University and am now in the process of gathering data on professional development 
provided by the Teaching American History Grants in the Lawndale Elementary School 
District and the Wiseburn School District to use for my dissertation, which is 
investigating those elements that lead to a high quality professional development model. 
 
I will be surveying teachers, principals, administrators, scholars, and coaches who have 
participated in the grants over the past six years. 
 
Because of your experience with the Teaching American History Grant in the Los 
Angeles Unified School District, I would like to ask you for assistance in field testing the 
various instruments related to my study.  Please complete the attached instrume t to the 
best of your ability and return in the attached envelope.  Your willingness to complete the 
field testing is your consent to participate. 
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Appendix K:  
Raw Survey Data 
 
Professional Development Survey Raw Data: Results for Lawndale teachers (Figure 1) 
 
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations 3 8 1 1   
2. Coach presentations 2 7 5 2   
3. Combination presentations 7 5 1 1   
4. Applicable content 9 4 1     
5. Provided lesson plans 8 5 1     
6. Needs supported 5 8       
7. Resources provided 10 3 2     
8. Included planning time 7 4 2 1   
9. Supported adult learning 8 4 1 1   
10. Provided follow up 4 5 4 1   
11. District leadership support 5 6 5     
12. Reflection of classroom 
practices 5 5 3     
13. Increased student 
achievement 5 6 2     
14. Monetary stipend 9 2 2 1   
15. TAH professional 
development important 12 1       
 
Professional Development Survey Raw Data: Results for Wiseburn teachers (Figu e 2) 
  
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations 1 8 8 1   
2. Coach presentations   7     1 
3. Combination presentations 9 4 4   1 
4. Applicable content 4 8 2 3   
5. Provided lesson plans 7 8 3     
6. Needs supported 10 5 4     
7. Resources provided 12 5 1     
8. Included planning time 9 3 2 4   
9. Supported adult learning 13 4 1     
10. Provided follow up 8 8 1 1   
11. District leadership support 12 4 1   1 
12. Reflection of classroom 
practices 8 4 4 2   
13. Increased student 
achievement 6 7 4     
14. Monetary stipend 12 5 2     
15. TAH professional 
development 12 6   1   
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Professional Development Survey Raw Data: Results for Lawndale Teacher/Coaches 
(Figure 3) 
  
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations 2 4 4     
2. Coach presentations 2 2 5 1   
3. Combination presentations 6 4       
4. Applicable content 4 4 2     
5. Provided lesson plans 3 5 2     
6. Needs supported 6 4       
7. Resources provided 5 5       
8. Included planning time 3 5 1 1   
9. Supported adult learning 7 3       
10. Provided follow up 8 1 1     
11. District leadership support 3 4 4     
12. Reflection of classroom 
practices 3 5 1     
13. Increased student 
achievement 4 5 1     
14. Monetary stipend 6 5       
15. TAH professional 
development important 9 1       
 
 
Professional Development Survey Raw Data: Results for Wiseburn Teacher/Coaches 
(Figure 4) 
 
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations   3 1     
2. Coach presentations 1 2 2     
3. Combination presentations 4 1 1     
4. Applicable content 1 2 2     
5. Provided lesson plans 2 2       
6. Needs supported 4 1       
7. Resources provided 5         
8. Included planning time 4 1       
9. Supported adult learning 5         
10. Provided follow up 5         
11. District leadership support 4 1       
12. Reflection of classroom 
practices 4 1       
13. Increased student 
achievement 4 1       
14. Monetary stipend 3 2       
15. TAH professional 
development important 5         
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Professional Development Survey Raw Data: Results for Lawndale Administrator  
(Figure 5) 
 
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations 1 2 5     
2. Coach presentations 1 4 4     
3. Combination presentations 4 3 1 2   
4. Applicable content 5 3 1     
5. Provided lesson plans 4 3 1 1   
6. Needs supported 3 4 2     
7. Resources provided 5 3 1     
8. Included planning time 6 1 2     
9. Supported adult learning 6 2 1     
10. Provided follow up 5 3 1     
11. District leadership support 5 2 3     
12. Reflection of classroom 
practices 5 1 3     
13. Increased student 
achievement 3 4 2     
14. Monetary stipend 4 5 1     
15. TAH professional 
development important 5 3 1     
 
 
Professional Development Survey Raw Data: Results for Wiseburn Administrator  
(Figure 6) 
 
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations   3 1     
2. Coach presentations 3 2       
3. Combination presentations 4         
4. Applicable content 2 2       
5. Provided lesson plans 4         
6. Needs supported 2         
7. Resources provided 3 1       
8. Included planning time 1 1 1     
9. Supported adult learning 1   1     
10. Provided follow up 3 1       
11. District leadership support 2 2       
12. Reflection of classroom 
practices 3   1     
13. Increased student 
achievement 2 2       
14. Monetary stipend   2 1     
15. TAH professional 
development important 4         
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Professional Development Survey Raw Data: Results for Providers/Scholars (Figure 7) 
 
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations 0 3 3   1 
2. Coach presentations     5     
3. Combination presentations 2 2   1   
4. Applicable content 2 3 1 1   
5. Provided lesson plans 2 2 1     
6. Needs supported 1 0 1     
7. Resources provided 1 2 1     
8. Included planning time 2 4 2     
9. Supported adult learning 4 2 1     
10. Provided follow up 2 2 1     
11. District leadership support 3 1 3   1 
12. Reflection of classroom 
practices 1 2 1     
13. Increased student 
achievement 3 1 1     
14. Monetary stipend 1 3       
15. TAH professional 
development important 5 1       
 
 
Professional Development Survey Raw Data:  Results for Scholars (Figure 8) 
 
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations 1 5 1     
2. Coach presentations 3 3 1     
3. Combination presentations 5 2       
4. Applicable content 6 1       
5. Provided lesson plans   3 1 3   
6. Needs supported 3 3     1 
7. Resources provided   3 1 3   
8. Included planning time 7         
9. Supported adult learning 4 1 2     
10. Provided follow up 2 3 1 1   
11. District leadership support 2 1 1   3 
12. Reflection of classroom 
practices 2 2   3   
13. Increased student 
achievement 3 2 1 1   
14. Monetary stipend 1 5 1     
15. TAH professional 
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Professional Development Survey Raw Data: Results for Coaches (Figure 9) 
 








1. Chronological Thinking   5 5 
2. Spatial Thinking   1 5 
3. Research, Evidence, Point of View 1 2 4 
4. Historical Analysis and Interpretation   2 6 
5. Classroom Environment/Historical Resources   1 3 
6. Teacher's Pedagogical Content Knowledge 1 2 5 
7. Teachers and Technology   1 6 
8. Student Engagement   1 6 
9. Assessing Knowledge of American History     7 
 








1. Chronological Thinking 2 4   
2. Spacial Thinking 2 4   
3. Research, Evidence, Point of View 2 4   
4. Historical Analysis and Interpretation 2 1 3 
5. Classroom Environment/Historical Resources 2 1 3 
6. Teacher's Pedagolical Content Knowledge 2 1 3 
7. Teachers and Technology 2 1 3 
 8. Student Engagement 2 1 3 
9. Assessing Knowledge of American History 2 1 3 
 
 
1 (all the 




4 (a little 
of the 
time) 5 (never) 
1. Scholar presentations 7 1 1     
2. Coach presentations 7 1 1     
3. Combination presentations 9         
4. Applicable content 7 2       
5. Provided lesson plans 7 2       
6. Needs supported 7 2       
7. Resources provided 5 3 1     
8. Included planning time 8 1       
9. Supported adult learning 9         
10. Provided follow up 6 3       
11. District leadership support 4 3 1   1 
12. Reflection of classroom 
practices 6 2   1   
13. Increased student 
achievement 6 2 1     
14. Monetary stipend 7 1 1     
15. TAH professional 
development important 7 1 1     
